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S Foreword 



The Center is currently engaged in a number of activities designed to aid in achieving sex fair- * 
nesB in education and in career development. Adult womeft are iii need of programs that can helRjsS^ 
them plan, prepare for, and progress through t|reir careers. This document is one of four publica- 
tions for the project Career Planning Programs for Womeri Employees. The other three publications 
^ provided literature review, report the findings of a national survey, and provide an annotated biblio- 
graphy of prograJtns. 

' . , 
. We would like to aeknowledge the sponsor of the project, the Bureau of Occupational and 
Adult Education of theXJ-S. Office of Education. Special thanks are due the reviewers of the manu- 
script, Ri^ard Miguefand Harry N. Drier; and the authors. Project Director Louise Vetter, Patricia 
Worthy Winkfield, Robert M. Ransom, and Cheryl Meredith ,Lowry. 

^ • * r 

^ Robert E. Taylor 

Executive Director v 
» The National Center for j 

Research in Vocational Education 



Summary 



A large number of women remaia unemployed and underemployed because they have not 
.obtained the knowledge necessary to plan their occupational futures. Career development programs 
. provided for already employed'women could help meet their need for planning knowledge. 

This document presents the results of a modified delphi panel technique used with leaders in 
the area of career development of women. The prototype programs for 'employed women appearing 
here were developed from the professional judgments of these eleven leaders and are recommended 
for the following situations: for programs sponsored by employers, for programs cosponsored by 
employers and educational institutions, and for programs sponsored by educational institutions. . 
Goak,.objectives, and career development activities are presented for programs in each situation. 
Activities and objectives appear in their order of importance to the program, as perceivWl)y the 



panelists. 
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Introduction 



The fact that there is a recognized need for the equalization of the various types, as well as 
number, of jobs between the sexes is borne out in recent literature. According to figures published 
by the U.S. Department of Labor, more than 36 million women werein the work force in 1975— 
almost 46 percent of all women 16 years of age and older and about 40 percent of the couirtry's 
entire labor force. * However, women tend to occupy jobs that offer low pay and limited oppor- ^ 
tupity for advancement. The average working woman can expect to earn approximately thtefi- 
fifthsthesalary of her male counterpart.^ ( 

- . V , I . ■ 

A large, number of women wUl remain unemploy^ or underemployed because they do not 
have the knowledge, skills, and attitudes necessary to plan their occupational futures. Thus, there 
is a need for providing women with the skill, knowledge, and attitudes necessary to develop plans ' 
that wilJ challenge them to set and reach career goals. Educators and personnel directors are in a 
good position to assist women who are currently working by offering career plan/ing counseling, 
courses, activities, and programs that wUl enable employed womep to improve their occupational 
status. 

The major objectives of this publication are to describe the development of three prototype 
comprehensive career planning programs and to offer tSose prototypes as models that could be used 
by both educators and personnel director? who ar^ interested in helping employed wbmen improve 
their occupational status. 



X 



* U.S. Department of Labor, Bureau of Labor Statistics, U.S. Working Women: A Chartbook 
(Washington, D.C.: U:S. Government Printing Office, 1975). ' 

^S. L. Hansen, "The Career Development Process for Women: .Current Views and Prograiiis " 
i^pi7 Pcr$onne/Seri;iccs Journal Vol, 4 (1975), No. 2, pp. 23-34. v > . * 



Prototype ^Program Development 
^ Procedures and Results 

A number of -procedures were undertaken to develop the career planning programs for em- 
ployed women: a review of the literature, a national survey of current programs, and the use of a 
modified delphi technique. The revie^cof the literature is reported ip a separate publication. The 
national survey of programs in operation in community ^d juhidrxolleges and in business and 
industry provided the basis for the development of a modified delphi instrument that was sub- 
mitted to a panel of experts for their evaluation and recommendations. In addition to the infor- 
mation from the national survey, Adams'^* suggestions for commonly accepted objectives for adult 
vocational-technical education programs for women were reflected in the instrument items. Ac- 
cording to Adams, the following areas werp considered important: job information, occupational 
counselmg, assistance in job identification and selection, initial job.skiUs, updating in refresher 
courses, assistance in job adjustment, and assistance with family problems while in training. 

< v. ■ . ' * ' ■ 

Thfe modified delphi instrument items consisted of possible career planning activities and 
.vanous procedures for facilitating the implementation of a career planning program. 
- > ■ ^ . ^ ■ 

Eleven panelists (see Appendix A) were selected to participate in the development of the 
prototype program. They represented the areas of adult education, vocational and technical edu- 
cation, post-secondary education, and private business and' industry. 



' First Mailing Procedure 
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Each panelist was mailed a copy of a modified delphi instrument (see Appendix B) along with 
the results of the national survey of career planning prograriSs curfently being offered to women 
employees (see Appendix C). The panelists were instructed thaUthe results of the national survey 
were enclosed only to give them some idea as to' what Was, and was not, happening in the field and 
that their responses need not conform to the survey results. " 

SecUoh-t<the instrument included information activities, training and workshop activities 
counselmg activitiH, and policies and procedures activities. Section H of the instrument included 
Items rela^ to administrative arrangements, policies, facUiti^s, and organizational pattern's. Panel- 
ists were asked to rate the importance of each item as it related to community-based programs, 
employer-sponsored programs, and cgoperative programs cosponsored by educational institutions 
and business/mdustry. The items were rrted from 1 (definitely^ should not be included) to 4 (defini- 
tely ^lould be included) m a program. Space was provided in each section for panelists to write in 
additional items. « » - ' 

... ' .' 'i-'*' 

^ Dewey Allen Adams, Review and Synthesis of, Research Concerning Adult Vocational and 
Technical Education (ColumbufiLOhio: ERIC Clejuringhouse on Vocational and Technical Education, 
The Center for Vocational Educal;ion,"The Ohio State University, 1972). 
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' AnalyiU and Results. Average ratings for each of the kepiS Were calculated to pbtain ordered 
ratings. „ Tnose items with average ratings of less than 3.00 (pib<Bab|y> should be included) were 
eliminated from'the ordered ratings and, subsequently, what waf t6 become the second instrument. 
The j^ble below indicates the ij^mber of items that )^ere eliminated by type of program and section 
of the first instnmient. * ^ ' 



Number of items Eliminated fronfOrdered 
Delphi Ratings and Seeond Delphi'lns^ument 





. <*■ 

^ Section I 


Section n 




Community-Based Program . 


( /' 10 


10 ■ 




Cooperative Program 


• 9 


9 




^ Em^^er frogram 


6 


9 


J 



- A total of seven new items for Section I wAe "written in" by panelists in the first ro^nd of 
^^^.^^ X the niodified delphi tedhnique as sugge^ibns for activities that could be included in a comprehen- 
^^^^ sive c£breer planning program for women employees. No additional items were added, to Section II. 
(See Abpendix D for the complete results off the first mailing.) 

' ■■ ' ^. " ■'^ 

Secbnd Mailing Procedure ^ 

The results from the first mailing were used to construct the second set of instruments. Sepa- 
rate 'instruments were develbped for community-based prpgrams, employer-sponsored pirbgrams, 
and cooperative progranis (isee Appendix E). An additional section (Section III) relating to career 
planning program goals ah^f objectives was added to each of these instruments^ This additional 
section was added in order to have the panelists provide their opinio^ (in the f drm of rankings) 
as to what obiectives would fee most important for those institutions or employers that may not be 
able to implement a complete career planning programlor women employees. The panelists were 
ai^ed to rank the five listed objectives from 1 (most important) to 5 (least important). 

The panelists were requested to xajik order the list of activities and procedures (in Sections I 
and n) for each of the three types of career planning programs from "most important** to "least 
important** for inclusion in a comprehensive career planning program for women employees. When 
the instruments were returned, average rankingkfor each 6f the items were calculated to provide a 
listing of activities from "most important** to "lea^ important** for the prototype program. 

Resufes FromlSecond Mailing 

^ - ■ . ' ' ' ^' ' 

. *^ott Important** Commigiity-Based Career Planning Program Activities. According to the 
^Nt^nses from the panelists, providing seminars od career planning for women enjiployees is con- 
^ sidered the "most important** type of activity to be offered by an educational institution in a 
community-based career planninj; prograjh. Providing employed women with role models of 
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\ women who are employed in traditional male occupations, providing information with respec^to 
projected future employment needs in the job market, and conducting assessments of employed 
women's needs,nnte'rest8, and abilities were also considered very important activities to be offered 
in this type of career planning program. 

■ ' ^ . * . ■ 

All of tjie above activities seem appropriate for a career planning program that is being offered 
to employed women as a continuing education service. Most community and junior colleges do 
have t\ie facilities and/or expertise to provide these various types of career planning and develop- - 
ment activities to eifiployed women. Some evidence in support of this statement is found from the 
results of the national survey (see Appendix C) of 367 educational institutions concerning what 
career planning programs and/or activities they offered to employed women. The findings indicated 
that three out of four of the activities <;onsidered to be "most important** by the panelists were 
being offered by more than sixty percent of the educational institutions that responded to the 
survey. The fourth activity (contact with women employed in traditionally male occupations' who 
could serve as role models for employed women) was offered by more than forty percent of the 
educational institutions. 

''Most Inm ortant** Employer-Sponsored Career Planning Program Activities. The activities 
with the highe*ratings for employer-sponsored programs were: (1) having defined paths or net- 
works of job progression from entry-level employment to positions of more responsibility and 
higher salary, (2) making position descriptions available to employed women for planning purposes, 
and (3) having written position descriptions for each jab title in the organization, including expe- 
rience, competencies, and skUls required for the position. These three career planning activities 
were being offered by mpre than fifty percent of the employers who responded to the national 
survey. 

* * 

"Most Important" Coop erative Career Plannine Progam Activities. The ease with which the 
career planning .activities considered to be the "most important" for a career planning program 
offered cooperatively by an educational institution and employer is again related to educational 
institutions and/or employers having the facilities, interest, and expertise to provide specialized 
services. Conducting assessments of employed women's needs, interests, and abilities and providing 
seminars on career planning were the two "most important" type of career planning activities 
suggested by the panelists. • ^ 

\ ."Least I mportant" Activities. The career planning activities ranked "least important" to 
include in any of the three different types of career planning programs included activities such as 
providing peer counseling and the role-playing of job interviews, promotional interviews, and 
promotional evaluation sessions. Other areas that received low rankings were: using career games, 
providing workshops and other activities to encourage the buUding and maintenance of a support 
group for employed women, and offering counseling with respect to personal problems or concerns. 

* - . ^ 

Administra tive Arrangements. Policies, and Procedures. The panelists rank ordered a list of 
possible administrative arrangements, policies, and procedures that could be employed in imple- 
menting each of the three different types of career planning programs. • 

The Same three procedures were ranked highesUn importance for each of the three types of 
calmer planning programs for employed women. The "most important" pro^cedure to be used in a 
community-based program, as ranked by the panelists, was having the participants enroll in program 
activities voluntarily. Providing explanations to participants concerning the responsibilities of. and 
expenses for. activities prior to enrollment and having goals and objectives of activ^tip established 
by participants and staff were the next highest-ranked procedures for a community-based career 
planning program. ^ \ 



1p 



Mowing goals and objectives of activities to be established by participants as well as \& activ- 
ity staff was considered the "most important** type of procedure for a cooperative career planning 
program between an educational institution an'd busin^indOstry, The second and third "most 
important** procedures were voluntary Enrollment and presenting information to the participants 
prior to enrollment concerning their responsibilities and expenses for the activities. ^ 

One slight dif ferenqe was found in the rankings for an employer-sponsored program, but this ^ 
was only in the order of tfie **most important** procedures. Using some form of publicity to inform 
potential participants of opportunities for career development activities shared the rank of third 
most important procedure along with the establishjpent of program goals and objectives by the 
participants; staff, and management for an employer-sponsored career planning program for women. 
Again, as with the community-based program, voluntary enrollment and presenting information 
concerning the responsibilities bf, and expenses for, the activities to the participants prior to enroll- 
ment ranked numbers one and two, respectively, for this type of career planning program. ♦ 

The san^e set of prdcedures were considered the "least important** for each of the three types 
of career plannmg programs. The set included : (1) having aj^newsletter written by program partici- 
pants and/or staff circulated to participants and non participants, (2) awarding certificates to partici- 
pants after completion of the activities, and (3) having regular informal discussions, during the 
lunch hour for participants and staff. 

Inspection of those procedures^ considered to be of least importance for any career planning 
program reveals that they are aimed more at providing social ^d supportive types of services to . 
participants rather than more substantive types of services* Conversely, a review of those proce- 
dures that were considered by the panelists to be "most important** for a career planning program, 
seems to indicate the panelists* concern that the developers of career planning programs for women 
employees include women in entire program developmental effort. By utiAg procedures that allow 
the potential participantsr-iri this case, women employees— to be involved in the establishment of 
program goals and obfectives^ program developers are not only building more viable career planning 
programs, but they are also encouraging women to utilize those skills which will ultimately improve 
their occupational status in the labor market. 

Garetr Planning Program Objectives. The panelists* rankings o£ program objectives were very 
similar for employer-sponsoried and cooperative programs. The only difference between their rank- 
ings for the two programs was that the objectives that were ranked second and third in one program 
were ranked third and second in the other. 

For both progrl^s, the panelists ranked the design and implementation of policies and proce- 
dures as the "most Irhportant** objective. Assisting employed women to acqubre the nece^iy" 
attitudes to develop aqd pursue career development plans was ranked second for employer- . 
sponsored programs and third for cooperative programs. Assisting employed women to acquire the 
necessary knowledge to develop and pursue career development plans was ranked second in impor- 
tance for cooperative programs and third for employer-sponsored programs. The same objectives 
werexanked fourth and fifth for both programs: assisting employed wometf to develop and pursue 
career development plans by assisting other employees f co-workers and decision-makers) to develop 
skills, knowledge, and attitudes conducive to women's career development (fourth); and assisting 
employed women to acquire the necessary skills to develof^ and pursue career development plans 
(fifth). 

For career planning programs sponsored by educational institutions, the panelists ranked the 
objective concerning the acquisition of knowledge as "most important.** The other objectives (in 
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descending order of ranked importtmce) concerned: the acquisition of attitudes (second); the 
acquisition of skills (third); the design and implementation of policies j^ftd procedures (fourth); an 
assisting co-workers and decision^makers to develop skills, knowledge, and attitudes conducive to 
women'$ career development (fifth). 

Conclusions. . - 

The data from which the following conclusions are drawn were provided by the eleven panelists 
who participated in the development of the prototype programs that are presented ^ the following 
section. The panel consisted of eleven leaders working in the area;^ of adult education, vocational 
and technical education, post-secondary education, and private business and.indjjistry. 

* . ■ ■ ■ ■ ' . ■ • 

1. A majority of the individual career planning activities are considered to be very important 
for illusion within any programmatic effort to assist employed women in their career 
planmng and developmental goals. This is true regardless of whether the programs are 
community-based, offered cooperatively by an mcfifiit j^ji^ onr^ kn^inocc/inr^iicfi^r^ 
employer-sponsored/ 

. 2. Those career planning activities that seem to b/ directed more' at improving the knowl- 
edge and skills of employed women were judged to be more important than those various 
activities that related to women's individual personal needs. 

3. Those career planning activities that were judged to be important components^of a career 
planning program for wonien employees were generally consistent with what respondents 
to a national survey indicated was being offered to employed women in career planning 
programs in community and junior colleges and iii business and industry. 



Prototype Programs 

%■ ■ . " ■ ■ - 

Development suKestions for career planning programs for employed women are provided on 
the following pages. One prototjcpe program is suggested for use by employers, anOthei; is provided 
for employers and educational institutions that may cosponsor jctivities for employed women. 
The third prototype program is designed for use by educational institutions that may offer the . 
program as a continuing education service to the community. 

The goals for these programs differ only in 'regard to the women the programs seek to serve 
(e.g., the goal for the continuing education program reflects its clientele m the community as 
opposed to the women employed by any particular company). The objectives for each program are 
the same, although they appear here in the order of their importance to each program, as perceived 
by the delphi panelists, llie career development activities, too, are ranked by importance to each 
program. The rankings were generated in order to provide information to employers or educational 
mstitutions that niay be wondering which objectives or activities to emphasize first, especially if a 
cdmplrehensive program cannot be implemented all at once. Nonetheless, the advantages of a com- 
prehensive, systemmatic program, as opposed to a more limited array of parts, cannot be over- 
emphasized. 



CAREER PLANNING PROGRAMS FOR WOMEN EMPLOYEES: PROTOTYPE PROGRAMS 



Employer^poniorecl Program 



Cooperative Progwn 



CoAununity*Baied Program 



3oti: 

ro provide experiences that will enable 
iromen employee! to progress in and/or 
diangt their careers \ 



ives: 



Objecti 



Fo provide an organized plan for assisting 
nnployed women in their career develop: 
mnt 



Assist employed women to develop 
aitcl punue .career development plans 
by designing and implementing 
policies and procedures conducive to 
women's career development 

Assist employed women to acquire 
the necenary attitudes to deyelop . 
and pursue career development plans 

Assist employed womin to acquire 
the necessary knowledge to develop 
and pursue career development plans 

• 

Assist 'employed women to develop 
and pursue career development plans 
by assisting other employee s (co- 
workers and decision*makerif» de* 
velop skills, knowledge, and attitudes 
conducive to women's career develop- 
ment 

Assist employed women to acquire the 
neceisary skills t o develop and pursue 
career development plans 



Goal: 

To provide experiences that will enable 
women employees to progress in and/or 
change their careers 



Objectives : 

To provide an organized plan for assisting 
employed women in their career develop- > 
ment 

1. ; Assist employed women to develop 

and pursue career development plans 
^ by designing and implementing ^ 
\ policies and procedures conducive to 

women's career development 

2. A^ist employed women to acquire 
the necessary knowledge t o develop 
and pursue career, development plans 

Assist employed women to acquire 
the necessary a ttitudes to develop 
and pursue pareer development plans 

4. Assist employed women to develop 
and pursue career development plans 

^ by assisting other employees (co- 
workers and decision-makers) to de- . 
velop skills, knowledge, and attitudes 
conducive to. women's career develop- » 
ment 

5. Assist employed women to acquire the 
necessary skills t o develop and pursue 
career development plans 



Goal: 

To provide experiences that will enable 
employed women in the conamunity to 
pr6gre89in and/ot change their careers 



Objectives : 

To provide an organized plan for assisting 
employed women in their career develop- 
ment 
* 

1; Assist employed women to acquire 
t the necessary knowledge to develop 



2. 



y 3. 



and pi)r8ue career development plans 

' ' '■ ' 

Assist jBmployed' women to acquire 
the necessary attitudes to develop 
and pursue calreer development plans 

Assist employed women to acquire^he 
necessary skills t o develop and pursue 
career development plans 

Assist employed women to develop 
and pursue career development plans 
by designing and implementing 
* policies and procedures conducive to 
women's ,ca)(eer development 

Assist employed women to develop 
and pursue career development plans 
by assisting other employees (co- 
workers and decisionr-mak^) to de-* 
velop skills, knowledge, and attitudes 
conducive to women's career develop- 
ment 



0 

^Denotes those career planning activities that received the same rank ordering 



Employer-Sponiored Progrtm 



Activitifi: 

( 

1. Denned paths or networks of job pro- 
gression fi|om entry-level employment l 
to positions of more responsibility and^ I 
higher salary ^ 

2. . Position descriptions made available to 

' employed women for planning purposes * 

3. Written position descriptions for each 
job title in the organization, including 
experience, competencies, and skills 
required for the position 

4. Information with respect to projected 
future employment needs of the organ- 
ization available to employed women 

5. Joint planning b^tj^e^ employed 
women and supervisors for career , 
development 

5. Position openings, including job require- 
ments and qualifications, posted for 
employee information 

7. Information about the existence of job 
' progression plans and criteria for ad* 
vanoement available to employed women 

). A formal procedure for applying for 
poSutioh changes or, pr&motions 

Explanations available to employed 
women for their failure to obtain 
promotions or job changes so that 
' employ^ees can take steps to qualify 



Cooperative Prognun 

— ' 

Activities: ' 

1. Assessment of employed women's needs, * 
interests, and abilities 

2. Seminars on career planning 

3. Information about various sources to 
utilize in seeking career development 
information 

4. Counseling with respect to' occupational 
alternatives associated with various levels 
of advancement in a field 

5. Information about the existence of job 
progression plans and criteria for advance- 
ment available to employed women 

6. ^ Activities for management personnel and 

other employees that would sensitize 
them to the needs and concerns of work- 
ing women 

7. Position descriptions made available to 
employed women for planning purposes 

8. Contact with women, employed in 
traditionally male occupations, who could 
serve as role models for employed women 

9. Individual counseling related to career 
planning and/or development 

0 

. ' . p 

, 0- • , 



Community-Based Program 



Activities: 

1. Seminars on career planning 

2. Contact with women, employed in 
traditionally male occupations, who 
could s^rve as role models for employed 
wornen 

✓ 

3. Information with respect to projected 
'future employment needs in the job 
market ^ 

4. Assessment of employed women's 
needs, interests, and abilities 

5. *Group counseling related to career 
planning and/or career development 

*Individual counseling related to career 
planning and/or career development 

6. Information about various sources to 
utilize in seeking career development 
information 

7. Workshops concerning self-assessment 
and value clarification 

8. Counseling with respect to occupational 
alternatives associated with various level 
'of advancement in a field 

9. Self-assertiveness training * 



i 

I 



for ^future opportunities 



^Denotes those car^r planning activities that received the same rank ordering 
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Envloyff-Sponsored'Prognm 



10. Mftfugemeot training tctivitiei in prep- 
aration for additional reiponaibilities 
and concemi particular to female em^ 
ployeei (managing male employeei, • 
fem|le employees, additional duties 
and obligatibns) 



12. 



Asieitoient of employed women *s . 
neeos, interests, and abilities 

Activities for maAftgement persoimel 
and other employees thafl^d 
sensitize them to the needs a\d 
concerns of working women 

Periodic review of employe^ Women's 
career development 



14. ''Mentors" of *'facilitfors" available 
to employed women to provide aa- 
sistance with career development 



15. 



Counseling with resjxct to o(^upa- . 
tionat alternatives associated with 
various levels of advancement in a field 



16. Contact with women, employed in 
traditionally male occupations, wh6 
could serve as role models for em- 
ployed women 

•i 

17. Individual counseling related to careeif . 
planning iind/or career development . 

, ... , ' 

18. Seminars on career planning 

19. Group counseling related to career 
planning and/of career development 



Cooperative Program 



10. 



IIJ 



13. 



14. 



15. 



16. 



18. 



'Information with respect to pro- 
jected future employment needs of the 
organization available to employed- 
women 

Position openings, including job rer ^ 
quirements and qualifications, posted 
for employee information 

Management trailing activities in 
preparation for additional responsibil- 
ities and concerns particular to female 
employees (managing malejpployees, 
female employees, additional duties 
and obligations) 

Activities relating to time ptunage- 
ment, setting priorities, and planning 
when assuming various roles 

/^Mentors** or "facilitators'* available 
to employed women to provide 
assistance with career development 

Workshops or materials concerning 
suggested methods employed women 
could use when interacting with 
individuals not sensitive to women's 
needs 

♦Recurring assessment of employed . 
women's needs, interests, and abilities 

"♦Personal contact with people em- 
ployed >in various occupations of 
interest to employed women 

Workshops concerning self-assessment 
and value clarification 

Group counseling related to career 
planning and/or career development 



I 



•Denota thoie career planning activities that received the same ranlc ordering 



ERIC 
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immunity-Baaed 



10. Workshops on resume writing 

11. Information with respect to fmancial 
means to accomplish iong-range career, 
goals available to employed womeri 

12. Interpretation of information from'i^ 
interest inventories, ability and ap* 
titude tests, and other forms of assess*, 
ment provided on an individual or 
group basis 

13. Personal contact with people em- 
ployed in various occupations of 
interest to employed women 

14. Printed or audiovisual occupational 
exploration materials Available to 

, employed women 

16. Workshops or materials concerning 
suggested methods employed women 
could use when interacting with 
individuals not sensitive to women's 
needs 

16. Role*playing of job interview sessions 

17. Recuning assessment of employed 
women's needs, interests, and abilities 

18. Activities relating \o time manage- 
ment, setting j)riorities, and planning 
when assuming various roles 

19. Printed or audiovisual materiitls that 
deal with the concerns of worlcing 
women 



plojm-SpooioMd 



Cooperative Progttm 



Community«Baied 



10. ^ Worbhopi or materiali (^ncerninj 
, suggested methods employed women 
^ « could use when in{Seracting with indi- 
viduals not sensitive to women V needs 

!X. ^ *Infonnation'withre«pect tofi^^^ 
means to accompliah Ion|jrange tareef 
goals available to employed women 

*Trial experiences in new areas to 
improve expertise and develop aware- 
neas of other position requirements 

!2. Recurring assessment of eii^ployed 
women's needs, interests^ aqd abilities 

iS. Workshops and other activities pro- 
vided t6 encourage the building and 
maintenance of.a Aipport/group for 
employed women 

U. information about varidus sources to 
utilize in seeking career ^development 
. infocmition 



•Personaf intact with people em- 
ployed in various occupations of 
ioiterest to employed women 



!6. Attivities relating to /time manage- 
ment, setting priorities, and planning 
Vhen assuming varioua roles 

/ (I 
16. Self^tasertivenm training 



Information on 
employee rights, 
procedures 



rirmative action; 
dd discrimination 



19. Information with respect to financial 
^ means to ac6omplisl\k)ng-raIige career 

goals available' to employed women 

20. Trial experiencea in new area* to 
improve expertise and develop aware- 

• nett of other position requirements 

2L Workshops concerning veas that limit 
further job advancement or employ- 
ability (e.g., fear of math and public 
speaking) . 

22. Interpretation of information from^ 
interest inventories, ability and apti- 
tude teats, and other forma of assess- 
ment provided on an 'individual or 
group basis 

23. " Self-assertiveness training 

24/ Printed or audiovisual occupational 
exploration materials available to em- 
ployed women 

26. Activities relating to the! various 
roles that employed women assume 
(worker, student, spouse, parent) 

26. Printed or audiovisual materials that 
deal with the concerns of working 
women 

27. Workshops on resume writing 

28. Information on affirmative action, 
employee rights, and discrimination 
procedures 



20. Workshops concerning areas that limit 
further job advanc^ement or employ:^ 
ability (e.g., fear of math and public 
speaking) * 

21. *^eiitor8** or ^'faciliUtors** available' 
to employed Wo^en to provide as** 
sistance with career development 

k 

22. Activities relating to the various 

/ roles that employed women assume 
(worker student, spouse, pareh^ 

23. Information about the existence of 
job progression plans and criteria for 
advancement available to employed 
women 

24. Mangement training activities in prep- 
aration for additional responsibilities 
and concerns particular to female 
toiployees (managing male employees, 
female employees, additional duties 
and obligations) 

25. Role- playing of evaluation and pro- 
motional interviews 

26. Information with respect to pro-v 
jected future emptoyment^needs of the 
drgapization available to employed 
women ^ ' , 

J 

27. 'Information on affirmative action, 
employee rights, and discrimination 
procedures 



'Denotes those career planning activities that received the same rank ordering 



Coopentive Program 



Conunuhi^-Btfed.lhrograin 



29. ^Career games uted for increasing 
occup'ational'awarenetf 

"^Role-playing of job interview sessions 

^Couns^ling with tespect to personal 
pro blems or concerns 

30* Role-Claying of evaluation 'and pro- 
motional interviews 

31. Workshops and other activities pro- 
vided to encourage the building and 
maintenance of a support group for 
employed women 

32. Peer counseling in career planning 
and career development 



28. Counseling witjj^pect to personal 
problcfms or concerns ^ 

/ 

29. Trial experiences in new are^ to 

, jmprove expertj^^d develop aware- 
ness of other t)osition 'requirements 

30. Career games used for increasing occu- 
I patibnal awareness 

31. Activities for management personnel 
and other employees that would • 

' sensitize them to the needs and * 
concerns of working women^ 

32. Wojj)(shops and other activities pro- 
vided to encourage the buildmg and 

luntenaoce of a support group for 
employed women 

33. ^eer counseling in career planniing and 
career development 



the same tank ordering ' 
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/ 



Employer-Sponsoied Ptognm 



Coo^tiVePrognm 



Community 'Baied Program 



i • 

[/ Parftdpanti enroll io ach^itiea volun* 
JtarUy r 

I Explanafien, p^ipi^ to enro^ent, of 
^ partieipapU' raiponiibflitiei concern- 
' ing activities available and^of any 
ezpeiiea they might incur 

L ^Publicity to inform potential partici- 
pants of opportunities for career 
develcmment activitie$_^ 

*Goals and objectives of activities 
established by participants. as well 
u by ^activity staff and organization 
management 



Procedures 

1 



Use of assessment of needs, interests, 
and abilities in planning and conduct 
ing activities 



Goals^and objectives of activities 
establislied by participants as well as 
by activity staff ' / ' 

I- 

Publicity to inform eniployed women 
of opportunilies for career develop- 
ment activities (e.g., memos, posters, 
newsletters) 

Persons trained in such o ro ent areas 
as counseling and ^ adult emication 
conduct the activities * 



Supenisory encouragement given to 
employed wome^i to participate in the 
activities 




tioals and objectives of activRies 
establiahed by participant^, as well as 
by flf^tivity staff and organization 
management 

Participants enroll in activities volun- 
tarily >j 

Explanation, ^rior to enrolbnent^of 
partjdipants' responsibilities' conc/irn- 
ing activities available and of iipy 
expenses they might incur 



4. ' Goals and objectives of activities 

.established by participtots as well as 
by actijrity staf^ (and ^nsors, if a 
cooperative program) \ ' 

i / 

5. Publicity to inform polentul partici- 
pants of opportunities foj career 
development activities J 

6. Persons trained in aucb content areas 
as counseling and adult education 
conduct the activities 

7. Use of assessment of i^eeds, interests, 
and abilities in planning and conduct- 
ing activities 

8. Publicity to. infornu^iployed women 
*^ of opportunities for career dev'felop- 

ment activities (e.g., memos, posters, 
new8le:^ters) , / 

9. Supervisory encouraj^ement given to 
employed women .to participate in the 

; activities ^ ^ » ' 



Denotes those procedures that received the same rank ordering 



\ 



Procedup: 

i. 



Participants enrolT iil^ activities ^lun- 
tarily / ^ 



2. Explanation, prior to enrollment, of 
participants' responsibilities concern- 

- ing activities available and, of any 
expenses they might incur 

3. Goals and objectives of activities 
established by participants as well 

. as by activity staff 



4. Use of assessment of needs, interests, 
and abilities in planning and conduct- 
ing activities 

5. Persons tr^med in such content 
areas as counseling and adult edu- 
cation conduct the activities 

6. Responsibility for coordination of 
activities under a single individual 

7. Publicity to inform potential partici- 
pants of opportunities for career 
development activities 

8. Publicity to inform^mployed women 
of opportunities for career develop- 
ment activities (e.g., memos, posters, 
newsletters) 

,9. Goals and objectives of activities 
established by participants as well 
as by activity staff and organization 
management 



•i 



9*1 A*" coordiiutii^ unit^or >eommit^^ 
conpoMd of pertonMl.^n mmii 
' adalniitnUw areu in which career 
. ^derelopment ictmtiM ire cooducted 

10. A written plan for a compreheriiiTe . 
career defelopmeot profranw 

11. Reipontibinty for coordination of 
actiTitiei under % lingle individual 

11 A'ctifitiei conducted during working 
houra, with partidpanti being ^x- 
cuaed from work without^ lou of pay 
for thoae hbrxA they participate 

13. Staff p0noni aangned to conduct the 
activitiei on a regular rather than on 
an oterload baaii 

14. FoUow-upjtudy of participant! to 
determine whether participant! made 

' uaeof what they learned in the career 
defelopment activitiea 

15. Written plana for vahpua career devel- 
* opttient activitiea 

0 

16. Publicity to ^inform emplpyert of 
potential participant! of opportunities 
for career deielopment actiyitiea 

17. Formal meeting room provided in 
. which to conduct the activities 

18. Certificites awarded to participants 
after completion of the activity 

19. Regular informal diacussion during the 
lund) hour for participants and staff 

20. Newsletter written by participants and/ 
or staff circulated tt^partidpants and . 
nonpartidi&nt! ^ 



Cpqmative Ptogram 



10. Written plans for various^ career * 
^velopmtnt activities' 

11. A'written plan for^comppbensiv<^ 
« career development prograno" 




17. 



18. 



19. 



^Denotes procei^tfea tiiat recfsived thjl^same rank ordering 



12. Follow-up i^My of ^wrticipints to . 
determme wKether participants tnade 
"liae of n^at tiey learned in Uie career 
development! ictivities 

15. A coordinate ig unit or committee 
composed oftj [personnel from several 
adminislyitivei areas in which career 
development acti^ties are conducted 

14. Responsibility for coordination of 
activities under a single individual 

16. Activities conducted during working 
hours, with participants being excused 
from work without loss of i^y for 
Uiose hours tiiey participate 

16. *Staff persons assigned to conduct 
the activities on a regular rather than 
on an overload basis , 

^Publicity to inform employers of 
potential |articipants of opportunities 
for career development activities 



^Formal meeting room provided in 
which to conduct the activities 

^Certificates awarded to participants 
after completion of the activity 

Regular informal discussion during the 
lunch hour for partittumts and staff 

Newsletter written by partidpahts and/ 
or staff circulated to partidpants and 
nonparticipants 



2 



2' 



^Staff perspfis asqgiied to conduct 
the activities ^a^regular rather than 
^ . on an overload ' 

IL A coordinating uni^ or comn|ittee 
composed of personnd from aevej^ 
administrative' areas in ^whi|h caree' 
development activities ar» conduct 

Vs* ^Written plans for vvious career 
development activities 

*Publidty to inform employers of 
potential j)articipants of opportunities 
for career devdopment activities 

13. *Fotrow-up 'study of partidpants to 
determine whether participants made 
use of what they learned in the career 
development activities 

^Supervisory encouragement given to 
employed women to participate in the 
' activities 

44.\ Child-care offered for partjci 
^ during activities 

15. ^jiounge (as opposed to a more 
formal meeting room) provided in 
which to conduct the activities 

^Regular infoimiJ discussion during 
' the lunch hour for participants and 
staff 

16. ^Newsletter written by partidpants 
and/or staff circulated to partidpants 
and nonpartidpahts 

^Certificates awarded to participants 
after .completion of the activity 



ERLC 



Appendix A • 
DelpHi Pane^stH 



Carol Fought 

Director, pivi8ioa.jC>f Continuing Education 
CoIuiQbuB Technical Int^titute 
550 E. Spring Street . ^ 
Columbus, Ohio 43209 

Carol Eliason ^ 

American Association of Community and 

Junior College? 
Du Pont Circle, N.W. 
Suite 410 

Wa^gton, D.C. 20036 . 
Bea Ettinger 

Director, Centei^ for Continuing Education 
for Women \ 
Valencia Community College - . 
P.O. Box 3028 
Orlando, Florida 32802 

JanisL. Hopkins ^ 
Training Administrator 
fWiscon^ Power and tight ^ 
"22W.Wad]dngton Aveffue ' 
Madiso^,' Wisconsin 53703 

Chester S. Januszewdcr 
Western Electric's Bell System 
~r "Trpaing Center 
Dublin, Ohio 

William J. Elliott 
Manager, Educational Relations 
Public Affairs Division 
American Cyanamid Company 
Wayne, New Jersey 07470 



AnnTimm ^ 
Director, Women's Buremi 
Gateway Technical Institute * 
X 1001 S. Main Street 

Racine, Wisconsin 53403 

■ i ' 

Jeanne Crane 

Director of Special Programs 
Office of Continuing Education 
Community College of the 

Finger Lakes 
Lincoln Hill Can&pus * 
Canandiagua, New York 14424 

Dorothy L.^oode 

Staff Development/Benefits Officer 

Personnel DiBpartment 

University of Oregon ^ 

463 Oregon^Hall^ 

Eugene, Oregon 97403 

Gladys Shute 
Coordinator 
Community Services 
North Harris County College 
Continuing Education Division 
2700 W.W.Thorne Drive 
Houston, Texas 77073 \ 

Patricia Siiider 

Human Resources Management 
^ • Department 
/ General Motors Corporation 

Argo Building A 
, Roqm203 ' 

Detroit, Michigan 48202 j 
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Appendix B 
Instnunen^ for Pfest Mailing 



NAME 



lUipoiiM: 1. ^finitely Should ^Be Included 
2, Probably Should NotBft Included 



DELPHI INSTRUMENT 



3. Probibly Shpald Be Included 

4. DefinitelY aould Be Included 



rr 



Action I 



INFORMAxioN 

I 

"V 

1. Personal contact with people employed in varioua occupatic/ns of interest 
' to employed women 

/ 

2. Information with respect to projected future employment needs of the 
organization available to employed wom^n 

* ■■ ' ' • ' ■ 

^ roarket*^^^'^ ««pect to projected future employment needa in the job 

■ 4, Information with respect to financial means to accomplish lonn-range 
career goals aTailable to employed women 

5. Information about the existence of job progression plans and criteria* for 
advancement available to employed women » 

' 6- Position descriptions made available to employed women for nlannlnff 
purposes ^ • 

7. Position openintfs, including job requirements and qualifications, posted 
foremploype Information ' 

8. Pointed or audiovisual materials that deal with the concerns of working 
• women, 

9. Information about various sources to utilize in seeking career development 
,mformation 

10. Career games used for increasing bcjcupational awar^ess ^ ^ 

11. Contact with women, employed in traditionally male qccupations, who 
could serve as role models for employed women 

> . * 

12* Printed or'audiovisual occupational exploration materials available to 
employed women * * ^ ' s 



Conununity- 

Based Cooperative 
Program Effort ^ 



Employer 
Program 



13, 
14, 

16.. 
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1 2 3 

1 2 3 . 

12 3 

1 '2 3 , 

12 3 

12 3 

1 2 3 

12 3' 

1 2 § 

1 2 3 

1 2 3 

1 2 3 

1 2 3 

1 2 3 

1 2 3 



0 


9 
0 


A 


1 
i 


O 

Z 


0 
0 


A 


2 


3 


4 


. 1 


2 


3 


4 


2 


3 


4 


1 


2 




4 


2 


3 


4 


1 


2 


3 


4 


2 


'3 


4 ■ 


I 


2 


3 


4 


2 


3 


4 


1 


2 


3 


4 


2 


3 


4 


1 


2 


3 




2 


3 


4 


1 


2 


3 


4 


2 


3 ■ 


4 


1 


2 


3 


4 


2 


3' 


4 


1 


" 2 


3 


4 


2 


3 


' 4 


1 


2 


3 


4 


2 


3 


4 


1 


2 


3 


4 


2 


3 ' 


4 


1 


2 


3 


4 


2 


3 


4 


1 


2 


3 


4 


2 


3 


4 


1 


2. 


3 


4 



NAME 



1. Definitdy Should Not B« Indud«<i 

2. ProlMbly Should jToTK^ Indodwl 



3. Probably Should Be Included 
A 4'. Deflnitdy'sSouid Be Included 



CommunHy- 



Coopmtivt 
Effort 



TRAJNINO AND WORKSHOPS * 

1. Seminin bn career planning 

i ' # 

2. Workahopa or matariak concarning suggested methoda employed 
women could uae When interacting with individuala not senaitm to 
women^needa ^ 

3. Self-aaiertiYeneaa training s 

4. ActivHiei for maiiagement perionnel arid other employeea that would 
lenaitlae them to the needa and epndema of working women 

Activitiei relating to the varioua roles that employed women assume 
(woricer, studenti spouae, parent) 

'6. Activities relating to time management, setting priorities, and planning 
when assuming varioua rolea 

7. Workihopt on reiume writing 

* <* ■ . ■ - 

8. Role-playing of job interview lenioni 

9. Management training activitiei in preparation for additional respon- 
libilitiei and concerni particular to female employees (managing ma|e 
emplo^eesf. female employeei, additional duties and obligatio'ns) ' 

10. ' ' ' 



11.^ 
12. 



Z 3 

2 3 

2 3 

2 3. 

2 3 

2 3 

2- 3 

2 S 

2 3 

2 3 

2 3 

2 3 



1 2 3 

1 '2 3 

12 3 

i 2 3 

1 2, 3 

1 2 3 

1 2 '3 

1 2 3 

1 2. 3 



1 2 ,3 



1 2 13 

1 2 3 



2 



5 



A- 



NAME 



RmPomi*: 1. jfaWtaly Sltpuld Not Be Indnded 
' ' .2. probably Should Not B« Included 

\ . " ^' 



Afitivity ' 



COUNSELING 



J 



3. PtobtUy Should Be Included 

4. Definitdy Should Be ^ncludejl 



Community- , 



1* Counseling with r^pect to occupational alternatives associate^ with 
variouslevelsofadvaifcement in afield / 



Based . 
Program 



Coopchtive , Employer 
Effort Pro gram 



1 2 ;3 4 1 2 •'3' \ / X 2 3 4 



2. Couf)[seling with respect to personal problems or concerns 



1 2 3 4 ' 1 2 3. 4 



12 3 ' 4 



3/ Individual counseling related to career planning and/or career develop- 
ment ^ \ ^ * 



1 2 3 4 ^1 2 3 4 1 2 3 4 



4. Group counseling related to career planning and/or career development 



5. 



1 2 3 4 1 2 3 4 



1 2 3 4 1 2 3 4 



12 3 4 



12 3 4 



6. 



7; . 



1-2 3 4 1 2 3 4 



12 3 4 



1 2 3 4 



1 2 3 4 1 2 3 4 
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2C 



NAME 



1. Dtilnilahr Shoidd Wot B# Inchidtd 

2. Pfcobabhr flhould Not B» Indndii 



AcUftty 



8. Piobably Should Be Included 
4. Deflnitdi^ Should Be Indij^ed 

Community- 
B«ed 



Cooperative 
Effbrt 



Employer 
Pvograni 



POLICIES AND PROCEDURES - 

1. Jpint plannini bMween employed women and tuperviiors for career ^ 
development 

2. A formal procedtu* for applying for podtion changes or promotioba 

3. Defined patha or netwprki of Job progireation from entrylevel employ: 
ment to podtioni of more responiibility and higher salary 

4. Written position descriptions for each job title in the organization, indud- 
, ing experience, competendea, and aklUa required for the position 

5. ^'frial expediences in new areas to improve expertise and develqp awareness 
lof other position requirements 

6. Explanations avftilable 16 employed women for yieir failure to obtain 
promotions or job changes s6 that employees can take steps to qualify for 

^ for future opportunities 

7. Assessment of employed women *s needs, interests, and abilities 

8. Recurring assessment of employed women's fieeds, interests, and abilities 

9. ^M^tors" or "facilitators" available to employed women to provide^ 
assistance with career development 

10. ^'Mfntors" or "facilitators" assigned to employed womeg to provide 
assistance with career development 

"11. Periodic review ojT emploj^d women's career development 

12y Fee rei^ibursement for couraea/ workshops related to working wo&en's 
. concerns taken at educational institutions 

•l8iK- ..■ y '\ ^ : 

16. . ' ^ 



12 3 

12 3 

1 .2 3 

12 3 

t 2 3 



27 



4 
4 

4 
4 
4 



2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3,4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 



2 3 4 

2 3 4 

;2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 



2 3 4 
2 3 4 



3 



2 3 4 
2 3 4 
^34 



EKLC 



NAME 



DELPHI INSTRUMENT 



RMpOMw: 1. D^flnMyflhoBld Not hduded 
. Z Frobibb Shoald N6tBa Indudad 



3. Probtbly Should Be Indudwi 

4. Deflnitdv Should B« hduded 



Section II 



Coinmunity- 
Pro 



Cooperative 
Effort 



Employer 
Program 



' ADMINISTRATIVE AREANG£NIEiNtS, POUCIES, FACIUTIES, 
AND OROANIZATIOMAL PATTERNS 



1. 


Um of UMiiment of neeili, IntereiU. ^nd abilitiei in planning and 
oondttcUng activitiei 


1 


2 


3 4 


1 


2 


3 4 


1 2 


3 


2. 


Staff penoQf aligned to conduct the actiYitieB<on a regular, rather than 
on an overload baut 


1 ' 


2 


3 4 


1 


2 


3 4 


1 2 


3 


3,; 


Explanation, prior to eiirolhnenti of ptHicipanta* reiponsibilities 
concerning aahritii^i available and of any expenses tl^ey might incur 


1 


2 


3 4 


1 


2 


3 4 


1 2 


3 


4. 


Ooals and objectitfes of activities established by participants as well 
IS by activity staff and organization management 

V.I 


1 


2 


3 4 


1 


2 


3 -4 


1 2 > 3 


5. 


Ooals and objectives of activities established by participants as well as 
by activity staff (and q)onsprs« if a cooperative prograin) 


•'I 


2 


3 4 ' 


1 


2 


3 4 




3 


6. 


Fonow-up study of partifcipants to determine whether participants 

fflftdfi uip of wnftfc thfiV IftsrnMl in thp f^rAer HAVolnninAnt nrHvitiM 


1 


2 


3 4 - 


1 


2 


3 -4 


1 2 


3 


7. 


Publicity to inform employM women of oppottunities for career 
development activities (e.g.t memosi posters, newsletters) 


1 


2 


3 4. 


1 


2 


3 4 


1 2 


3 


8. 


Wblicity td' inform potential participants of opportunities for career 
development activities ^ 


1 


2 


3 4 


1 


2 


3 4 


1 2 


3 


9. 


Publicity to inform employers of potential participants of opportunities 
for career development activities ^ 


1 


2 


3 ^4 


1 


2 


3 4 


1 2 


3 


10. 


Responaibility for coordination of activities under a single individual 


1 


2 


3 4 . 


1 


2 


3 4 


1 2 


3 


11". 


Parions trained in such content areas as counseling and adult education 
conduct the activities 


1 


2 


3 4 


1 


2 


3 4 


1 2 


3f- 


12. 


Child;€aie offered for participants during activities 
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Cer^ficates awarded to'participants after completion of the activity 
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14.^ 


New^etter vnritten by participants and/or staff circulated to partici* 
pants and nonpartidpants 
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Social ''get-together*' held at the beginning of each activity 
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NAME. 



1. D^flnil^ flhoiild yot ^ lndiid»d 



3. Probably Should B # Indudcd 

4. D«fiiiit«lyjgb2||ld.BeIndudod 



Actirtty 



OommuBHy* 
B«Md 
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18. 
19. 

20. 
21. 
22. 

23. 

25. 
26. 
27.. 
28. 
29. 
30. 

31. 
32. 

la. 



Ra^ilai^ informal diacuMion d^joring the lunch hour for jMurtictpanU and 

Yearly reriew and recognition banquet planned for participants, ttaff, 
management, and otlMr periona supporting career development activities 

Formal meeting room provided in whidi to conduct the activities 

Lounge (as opposed to. a more formal meeting room) provided in which 
to cf^duct the activities / 



Participants sel^etCdior participation by employers 
Participants enroll in activities voluntarily 

Supervisory encouragement given to**employed women to participate 
in the activitiea ^ 

A written plan'for a comprehensive career develbpment program' 
Written plans for various careei' development activities 
A coordinating unit or committ^ composed of peraggnel i 

MPC" 



firom-ievecal 
are conducted 



administrative aiQMs in which career development i 

Activitiea condudled during workins hours, with participants being ekcusecT, 
ftrom work without^?** for those hours they participate 

hours, with participants being excused 



[ workii 
(ir 



rorklnfl hours, witn partictpai 
those nours they participate 



Activities conducted d 
'from work but losing pay" 

Activities conducted before or-alter working hours, with i>articipant8 
receiving some monetary stipend for those hours of partidpajtion . 

Activities copducted before or after working hours, with participants not 
receivin^t any monetary stipend f6r those hours of participation 

Activities conducted before or after working hours, with participants 
. receiving ho monetalTy stipend but receiving "compensatory time*''that 
they could use later to be excused from work 
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Employer 
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2 


3 


4 


1 2 


3 


4 


2 


3 


' 4r 


1 • 2 




4 


2 


3 


4 


1 2 


3 


K 


2 


3 


4 


1 2 


3 


•4 


2 


3 


4 


1 2 


3 


4 

r 


2 


3 


4 


1 i 


3 


.4 


2 


3 


4 


1 2 


3 


4 


2 


3 


4 


1-2 


3 


4 


2 


3 


4 


1 2 


3 


4 


2 


3 


4 


^ 2 


3 


4 


2 


3 


4 


1 2 


3^ 


4 


2 


3 


4 


12 


3 


4 


2 


3 


4 


1 2 


3 


4 


2 


3 


4 


1 2 


3 


4 


2 


3 


4 


1 2 


3 


4 


2 


3 


4 


1 -2 , 


3 


4 


2 


3 


, 4 




3 




2 


3 


4 


1 2 


3 


^ 4 



ERIC 



Appendix C 
Results of National Survey 



PERCENTAGE OF RESPONSES OF EDUCATIONAL INSTITUTIONS 
TO SECTION L ITEMS 1.26 (N-367) 



' 1 






OFFERED 




Did Not 
Reipond 
(Ptfcnt) 


Not Offered 
1 (Percent) 


/z- 

Community 

Baud 

(Percent) 


■ Cooperative 
Effort 
(Percent)- 


Both 
(Percei 


. ..■ . 


y 




f 


a . '. 


3.00 


22.34 


26.70 


14.44 


33.52 


• 2.73 

n 


16.62 


32.97 « 


14.99 * 


' 32.70 


1.91 


26.70 


42.51 

I 


/ 

7.90 


20.98 


2.73 ' 


\ 38.69 


38.69. 


6.00 ^ 


13.90 


3.27 


20.9jB " 


48.50 


7.63 


19.62 . 


5.72 


64.03 


20.44 


3.27 


6.54 


2.73^ 


47.41 


2^.88 


6.JJ7 


14.71 


r - 
2.45. 


16.35 


45.60 


10.35 ■ 


26:34 


• 

2.45 


< 

27.52" 
t • 
30.79 


t 

•44.41 • ' 


1 

6.81 


1&.80 


3.00 


49.32 ' 


4.36 


12.53 



INFORMATION • ^ 

» • 1 «. 

.1 I * 

1. Penoatl contact with people employed in varioiu occupations of interest to 
ptrtidpanti 

' ' ■ . / ' -» ' ' ' ' ■? 

2. Infomution with reipect to projected future employment needs in the job 
market ' a 

: J \" ^ 

3. Information with respect to financial means to accomplish lon^^ange career 
goals 

A. Printed or audiovisual materials that deal with the concerns of woi^ing 
women 

■ . ^ • - 1 . ■ , 

5. Printed or audiovisual occupational exploration nuiteriaU 

6. Career gamte used tor increaaing occupational awareness 

7. Contact with wofoen, employed in traditionally male occupations, who 
could serve tf role models /or participants 



1 



& Information about various sources, to utilizcf m^ig career, develop- 
men| informiition ' 



fRAINING AND WORKSHOPS 
9. SeminarsDn caireer planning 
to. Self-assertiveneas training 



OFFERED 




Did Not Community- Cooitmtive 

Rapond Not Offend Buad Effort 
(pBNttj;) . (Percent) (Percent) (Percent) 



11. if 


AcUritiei for management penonnel and other employeei that 
would'ienaitiie them to the needi and concema of working women 


ft 

4.63 


51.60 


1 

21.80 

■ I 


ft tit* 

7.36 ' . 


14.71 


12. 


Activitiea relating to the varioui rolei„that employed women anume 
(worlcer, student, ipouae, parent) ' 


1.91 


36.51 


44.14 ' 


' 6.45 .""^ 
> 


■; ; 11.99 . 


18. 


/^titiei relating to time njuugement, letting prioritiei,u^ . 
nmg when aiBuming nrioui rolei ' ' ^ / 


3,00 


37.06 - 


41.96 


4.36 . 


13.62 


K 


Workshopionr«tumewritin| ^ v 

^" . ^ 


3.00 


37.60 


43.32 


3.82^ 


. 12.26 


16. 


■ • • -.^ ^ ■ ■ 
Role^pUying of job interview iHiiOM 


3.27 


34.06 


. - 43!60 


5.18 


13.90^ 


16. 


Mintgement tnining ictifitiai in preparation for additional reipon- 


3.27 


54.50 


, 25.34 1 ] 


" 3.27 


13.62 



iibilitief aqd concemi particular to female employees (managing 
male and female employeeti additional duties and obligations) 



it! Workihope or materials concerning suggested methods participants 
could use when interacting with individuals not sensitive to women^s 
n^eda. 



3.00 



60.22 



OOUNSEUNG 



\' 



18. Counseling with respect to occupational alternatives associated with 
various levels of advancement in a field . , ^>v>»^' 

19. • Counseling with respect to personal problems or concerns 

20. Individual counseling related to career planning and/or career ; 
( development \\. 

21. Group counseling related to career planning and/or career 



4.09 ' 
3.64 , 

' 3.27 . 



20.16 

16.90 
9.26. 

25.89 



development 



j23.;i.- 



52,8^ 



69;67 



65.94 



52.86 



4.91 



6.27 

.6.64 
' 7.08 



8.17 



16.35 

13.08 
14.71 

'V 

10.90 



' FOUCIES AND PROCEDURES 

■21 > Trial ezperiehcaa in new area to improve ezpertiie and develop 
awarenen of other poiition requirements 



6.00 



01 



63.76 



16.08 



6.54> 



7.63 

i 

■ i 

I'-' 



.> 



^OFFERED 

Did Not Community- Coopcntlve 

B«9ond Not Offered Bued Etfoil Both 
(facent) (Percent) (Pttcent) (Ptteeot) (Pwcent; 



t8. AiMHment of partici'puiti' needs, intereitt, and abilitiei 191 

r 

M. •'BjjBntori" or •*ftcUiUtori" mflible to employed women to provide 4.91 
miitince with career development 

. ' ■ * 

16. Periodic reTiew of partidpenti* career development 7.36 

16. Fee reimbtinement from participant!' employert for couriei/workihope 7.08 
related to working women*! concerni talun at your inititution 



25.61 
67.49 

■ -^^ 
69.13* 

66.40 



60.68 
24.26, 

18.80 
10.90 



6.18 
4.36 



13.62 
8.99 



6.00 V 8.72 
10.90' 14.71 
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PERCENTAGE OF RESPONSESiOF EOUCATIONAi>1NSTITUriONS TO 
SECTION n, nm U9 (COMMUNITY.^ 



COMMUNirV^BASED 



Htm 



V • ■ - 4h 


Old Not 
. Respond ^ 
(Percent) 


Yet 

(Percent) 


No 

(Percent) 


of mtmmnyot nMdi, mfim(^ ind ibUitiei fn pluming and oonducttng actiTitiii. 


44,14 


60.41 


. « 

5.45 


f%t¥m trained in^iucfa^content mu u counieling and adult education conduct ibe acti?itief 


43.60 


' 6169 . 


3.82 


ml 

Explanation', prior to inroUment, of ptrticipanti*\req>oniibiIitiei conetmintf activitiei 
anilablii and of and of any expaniM they mi^t incur 


46 OK 




7 M 


Qoala and objectim of actiyitlei eitabliihed by participant! ai well at by activity staff 
(and iponaon» if a cooperative ptpgram) 


47 68 


S9 24 


lu.vO 


FoUow^up itudy of participants to determine whether participants made use of what they 
learned in the career development activities ^ 


48.23 

^ ' i 


20.44 


31,34 


> * 

Publicity to inform poiential participants of opportunities for career,developmant 
activities » 


43.60 


51 77 


• 


Publicity to inform employers of potential participants of opportunities for career 
development activities 


47 41 ^ 




• 1 ft fin 


Responsibility for coordination of activitiea under a single individual ^ 


44.14 


r 32.15 


23.71 


Child-fcare offered for participants during activities 


. 46.78 


18.53 


' 36.70 


Certifloates awarded to narticinants after comnletion of fch« aetivitv 






OA A A • 

20.44 


ncwnetMr written by pvtieipuU •no/or itaii, circulated to partictpinti and non- * 
paitidpanta ^ 

1 


47.68- 


12.63 


39.78 


SocM >t-togath«r'' hdd at the beginning of «ach activity 


47.96 


9.26 


4'2.78 


Formal classroom provided in which to conduct the activities 


43.32 


60.95 


5.72 ■ 


Lounge (y opposed to a more formal meeting room) provided in which to conduct the 
acthrities 


46.32. 

« 


27.52 


26.16 


Participants enroll in activities voluntarily 


41.96 


56.68 


1.36 
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/ 



COMMUNTTY^BASBD 



Did Not 
lUppond 
(Pttcc&t) 



No 



1$. PvtieiptnUMUettd for ^dpatlon by employer! 

17. A written plin to ioompiyheQiivtcimr develops 

I* 

18. / Written plioi for nrioua ctrter dmiopmtnt ictivi^iet 

I ■• * 

19., A coordinating unit or cominittM compbied of penonnel from le wal tdminiitntive 
mu in which Carter datalopment actiYitiet ara conducted 

•V .\ 



52.86 
49.05' 
46.^7 
47.68 



11.9a 
16.08 
31.34 
18.80 



35.15 



34.88 



21.80 



33.52 
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PERWrAGE OF RESPONSES 6f EDUCATIONAL INSTITUTIONS TO 

SECTION n, H9 ((P)perative; niw 

COOPERATIVE PROGRAM 



DklNot 
Reipond 
(Percent) 


" Yei 

(Perceat) 
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79.02 


18.53 


- 2.46 


77.66 


17.98 


4.36 


80.38 


17.44 


2.18 


78.47 • 


18.80 


2.73 


81 47 


« 11. ^rt 
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7 nfi 


76.84 


• 21.25 


1.91 


77.38 


19.62, 


3.00 
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1 0 AO 
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fin 1 1 
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M 11 


A no' 


* I'O O1 


00. QQ 


9 1 fi 


, 14.17 


fin 11 
OUiii 


17 71 


010 
^.lo 
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Q TO 
' 0.7^ 


OA OO 

'80.38 


17*44 


2.18 ' 


77.38 


' 13,08 ^ 


9.54 


81.47 


9:26 I 


9.26 


. 80.g5 




6.00 


80.93 


11.17 


7.90 



1. Um of iMnment bf OMdi^ in^rata, and abilitiM in planning and conducting activitiei 

2. fmuu tMned in ludx content tr«u ai counieling and idult educttioa conduct the activitiei 

S. Bzplination, prior to enrollment, of pirticipMiU' reqwniibilitiei concerning activitiei available 
and of any expenaei they miglit incur ' 

' < ' ,\ 

4. Qo«la and objective! 6> activitiei tiUbliahed by participanU ar well u by activity itaff (and 
iponaon, if I cooperative program) 

« • • 

5. FoOow*up itudy of participant! to detennina whether participant! made uie of what they learae 
in the career development actititiei 

6. Publicity to inform potential participa^ti of opportunitiei for career^4«velopment activities , 

7. Publicity to inform employer! of potential participant! o£ opportunitiei for cai«er development 
activitiei 



' ] 

' a lingle ihdi^d 



8v Reiponiibility for coordination of aciiyitiet under a lingle ihdi^diial 

9. Child-care offered for partidpanti during activitiei 

10. ' Certificate! awarded to participants after completion of the activity 

11. Newsletter written by participants ind/or staff, circulated to participants and( nonparticipants 

12. Social "get-together'' held at the beginning of eadiactiv^^ * * 
:8. Formal classroom, provided in which to conduct the activities 

14. Loungie (aa opposed to a more formal meetmg room) provided in which to conduct the Activities 

;6. PartldpiintaenroU in actlVibe! voluntarily 

6. Participi|nt!adected for participation by employer! ,s 

1, A written plan for a comprehenaive career developm^t program 

8. Written plana for various eaieer development activities ^ 

.9. ^ A coordinating unit or cbnunittee composed of personM^ 
areas in which career development actifitiealare conducted 

* or' 



mSBS OF EDUCATIONAL DiSTtTUTIONS TO 
SECTION H, ITEM 20 (N'i> 367) 



Item 



c. 



Activities conducted during working hours, with 
participants being excused from work without loss 
of pay for those hours they participate 

Activities fconducted during working hours, with 
participant^ being excused from work but losing 
pay for those hours they participate 

Activities conducted before or after working hours, 
with participants receiving some monetary stipend 
for those-hours of participation 



d. Activities conducted bef o<e or after working hours, with 
participants not receiving any monetary stipend for those 
hours of participation / 

.e. Activities conducted before or after W9rking hours, with 
\, participants receiving no monetary stipend but receiving 
1 "compensatory time" that they could use later to be excused, 
from work/ ^ ' 

■ ' . w'' 

f. Other (Specify) 



Number of < 
Responses 



20. Of the fplfowing scheduling possibilities, check allliat apply 
to your cai;^ development activities for employed women. 



87 



19 



45 



118 
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FERCENt AGE OF RESPONSES OF EMPLOYERS TO 
SECTION I, ITEMS 1-34 (N • 164) 



OFFEBED 



NOT OFFERED 



ten 



Wonld 
Did Not RMom 
Rcqxmd nund 




Be -Not Not 
Eftec Feui- . Effoc 
tiw b1« tive 
(Pttcent) (Pttcait) (Pncent) (Peroant 



nformXhon 

1. Pnwud contact with paopit employed in nrioui occupationi of 
intemt to employaea / , ^ 

» 

2. Infonnatjipnwitlinipict to projected future employment needi ^ 
of tiu orjpuiution aniltble to employeei 

3. Infonmtion. with reiptct to fimndil miini to accompliih long-riiige 
CAMr gotU tniUble to tmployeei 

4., lDf(»m«tion about the exiitence of job progieMionplani and criteria 
for adnncement available to employees 

B. . PjMition deacriptioni made afiilable to employeei for planning 
puipoiea 



'6. Podtion openii||i, including job requirement! and qualifications, 
poated for employee formation 



7. Ptinted or audioTisual materiala that deal with the concemi of worUng 
womenavailable to employMS 

8. Information about nrioui aourcei to utUize in leeking career 
development information 



9. ' Career ga^ uaed for increuing occupational ^wareneai 



1/ ■ 



,0. Contact with women, employed in traditionally male occupationi, 
, who could aerve tt role niodeU for employee! 

1. ■ Arlnted or audiovisual occupational exploration materidi available 
^io employees 



2.44 32.32 26.61 2.44 30.49 6.1 0.61 



1.83 20.73 ^ 17.07 3.06 43.29 13.42 0.61 



3.06 
1.83 
1.83 
0.61 



4.27 
3.06 



34.76 16.46 ,A.83 31.71 11.69 0.61 

V 



33.64 18.90 6.49 36.37 



4:88 ^ 0.1 



00 



36.69 18.29 3.06 28.66 9.16 2.44 
61.22 10.37 0.61 24.39 10.98 1.83 



3.05 10.98 16.85 4.2^ 64.27 7.93 3.66 



4.88 28.66 21.34 7.32 36.37 1.83 0.61 



4.88 

27.44 
i 



6.71 



3.05 60.61 -20:73 



14.02 ^ 6.10 40.86 4.88 



9.76 
3.66 



3.66 12.'81 13.42 3.66 59.16 4.88\ 2.44 



OFFERED 



NOTOFFERED 



Sonw Not Miglit 
Would what Very Be Not . Not 
Did Dot Reeom* Effec Ef&e- EMn- Feiii* Effec 
ReipoDd mend titi ^ tive tive ble tive 
(Pwcent) .(Percent) (Percent) (Percent) (Pwcent) (Percent) (Percent: 



mimd AND WORKSHOPS 



Semiwi oncanerplinning , 


1.83 


27.44 


11.69 


2.44 ' 


■61.22 


2.44 


3.DS 


' ' '• . ' 
Workihopi^or maUraU conoeroini lUntttod metbbdi employeei could 

UN whtfl interacting with indi?idutli not leniitive to women needi ^ 


0.61 


. 18.90 


16.46 


3.66 


53.06 


4.27 


3.06 


Self'iMrtivfnen trtining - . 


3.06 


23.78 


12.20 


'3.06 


48.17 


5yi9" 


4.27 


Activitiei for mmigement ind other employees that would leniitize 
them to the needa and concema of working women 


1.83 


17.68 


20.73 


3.06 


49.39 


144 


4.88 


Actiritiea relating to the vario^u rolet that employed women wume 
(worker, itudenV9ouie» parent) ' 


4.27,: 


10.37 


6.10 


" 1.83 


54.88 


11.59 


10.98 


Actiritiea relating to time management, letting priorities, and planning 
whep aaiuming varioua rolei 


3.05 


28.06 


14.63 


.1.22 


44.51 


6.71 


1.83 


Workshops on resume writing ^ 


3.06 


12.81 


7.32 


1.22 


43.90 


18.29 


13.42 


Role^playingW Job interriew sessions 


3.66 


21.34 


9.76 


1.22 


46.95 , 


9.76 


7.32 

f 


Management training activitiei in preparation for additional reiponiibilitiei 
^d concernt particular^ female emirioyeei (managing male employeei, 
female employeei, additional duties and obligationi) 


2.44 


28.66 


10.98 


1.22 


'50.61 

■Kf 


4.27 


1.83- 



X)UN8BIJNG , 

11. (^unaeling with r«q>ect to occupationaWdtemativei aiMciated with 
various levels of adnncement in a fleM 

12. Counseling with respect to personal problems or concerns 

18. Individual counaeling related to career planning and/or career development 
M. Group counseling related to career planning and/or career development 



1.83 42.68; 21.96 ' 4.88 25.61 



1.83 
2.44 
3.66 



41.46 V 31.10 4:27 tfiQ 



2.44 



2.'44 



49.39 18.90 3.06 23.78 H^3, 



17.07 9.16 4.27 64.27 
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NOT OFFERED 



OFFERED 



Some* Not 
Would whit Very 
^Didnot Reoom- Effac- Ettec- Effec- fnd- Effec 
RMpond mtnd tive , tive tivk ble tive 
(P«cent)'(Pttwit) (Fercep't) (Percent) (Pttcmt) (Percent) (Pacent 




POUCIBS AND PROCEDUI^S 

26. Joint plinQing between employeei ud luperriion for ct^er development 
28. A formal procedure for applying for poiitio)^ cfaangei or promotioni 

27. Defined pMu os networks of job progreuion from entry4eyel 
employment to poiitfeni of more mponiibility and higher salary 

28. Written poaition d^piioni for each job title in the organization, 
including experience, competencies, and skills required for the position 

29. Trial experiencea in new aitas to improve expose and develop 
awareness of other position requirements 

80. ExpU^ationa available to employees for their failure to oSfkin 

promotions or job changes so tiiat employees can take steps to 
qittlify for future opportunities 

31. Recurring assessment of employee needs, interesto,^and abilities 

82. '"Mentors" or "facilitators" assigned to employees to provide 
assistance witi) career development 

88. Periodic review of employees' career development 

84. Fee reimbursement for courses/workshops related to working women's 
concerns taken at educational institutions 



1.83 29.27 

1.83 , ^9.39- 

1.83 29.88 

. r 

U2 61.59 
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1.22 12.81 



14.63 8.54 
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PERCENTAGE OF RESPONSES dF EMPLOYERS TO 

SECTION n,mpt^ 




1. , Um of Minmant of oeedi, intexeiti, and abiUttet in planning and ooraucting the activitiei 

2. Staff panoni anigned to conduct the actiritiei on a regular rather than on aii overload baiir 

^8. Ibplanaiion, prior to enrollment, of participanti^ niiponiibilitiei concerning activitiei and 
, of any expeniei they might incur ; 

L tJoali and objective! of activitiei eitabliihed by partndpanti ai well ai by^ivity staff and 
organiaation management A 

5; Follow*up ttttdy of participanti to determine whether participants made use of what the^ 
learned in the career development activities 

6* Publicity to infdrm employees of opportunities for career development activities (memos, 
' posters, newsletters) 

/ f 

7. Responsibility for coordination of activities under a single individual 

8. Persons trained in such content areas as counseling and adult education conduct the activities 
•9. Child*care offered for participants during activities 

10. Certificateaawarded to participants after completion of the activity 

IL Newsletter written by participants and/or ataff, circulatiBd to participants and nonparticipants 

12. Social "get-together" held at the beginning of each activity 

13. Regular informal discussion during the lunch hour for participants and staff 

14. Yearly review and recognition banquet planned for employees, staff, management, and other 
persons supporting career development activities 

16. Formal meeting room provided in which to conduct the activities 

16. Lounge opposed to a more formal meeting h)om) provided in which to conduct the activities 

17. Participants selected for participation by management 

18. Eipployees volunteer for the activities ' 

19. Supervisory encouragement given to employees to participate in the activities 

iO. A written plan for a comprehepaive career develo)|pient program 

. ■ . ' ' ' ■ t ■• 

21. Written plans for virjlous career developmeift activities 

21 A coordinatina unit or committee composed of personnel from several administrative areas in 
which career development activities are conducted 
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• RESPONSES OF EMPLOYERS TO 
SECTION n, ITEM 23 (N- 164) 

Number of 



f. Other (Specify) 



jra. Of the foUowing scheduling possibilities, check aU that a ^ ^ 

career development activities for employed women. ^ 

^ ' »« * 

a^ Activities conducted during worlung hours, with employees 83 
»^ being excused from work without loss of pay for thqse hourjs ' 
^ they participate . 

b. Activities conducted during working hours, with employees ' 4 

being excused from work but losing pay for those hours they 
participate 



Activities conducted before or after li^rkil^, hours, with v 6 

employees receiving some monetary w^lp^^ox those hours 
of participation - • ifb^^ ^ 

Activities conducted before or after working hours, with - 41 

empldyees not receiving any monetary stipehd for those 
hours of participation a 

Activities conducted before or after working hours, with 3 
employees receiving no monetary stipend but receiving 
''compensatory time" that they could use later to be excused 
from work 
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Appendix D 
First Mailing Results 

« , , ' ' ' ■ • ■ ' ' ' 

CAREER PLANNING PROGRAMS FOR WOMEN EMPLOYEES 
ORDERED DELPra RATINGS 

/ Community-Based Progri 
Section I 

Activity " 
INFORMATION ' 

1. Informatibn with riispect to projected future employment needs in the job market, 

2. Information about various sources to utilize in seeking career development information 

3. Printed or iudiovisual materials that deal with the concerns of working women ' 
^" ^vl^^oZT'"' ""^^^^"^ traditionally maleoccupations. who could serve as role models for 

5. I^ted or audiovisual occupation^ exploration materials.av^^^^ 

6. Personal contact with people employed in various occupations of interest to employed women 

^" womeT'°" '''^^ ''^'^ *° finaiicial.means to accomplish long-range career goals avaOable to employed 

*o, Career games used for increasing occupational awareness • 
^* emS wo^ef °^ ^^opmon plans and criteria for advancement available to 

. w^mT'^" "^'^^ '""^ ''"^''^"^ employfaent needs of the organisation available to employed 




1 

J9 




U. PoMtwndescriptbns made available to emptoyed 

" . . • . ^ " i ' ■ ■ ' ' . , 

^ 12. POfltwn openingi, including job reqiiirements and qualifiei^ions, posted for employee information 

TRAINING AND WORKSHOPS ' ^ 

1. Seminarj on career planning ,. , . 

2. Worbhops or materials concerning suggested methods employed women could use when interacting with 
mdmduals not sensitive to women's nMs 

" 3. Workshops on sesume writing 
4. Role-playing of job interview sessions ^ 

6. Activities relating to time management, setting priorities, and planning when assuming various roles 

.6. Activities relating to the various roles that employed women assume (worker, student, spouse, parent) 
■ • . ■ ' , f" . ■ 

7. Self-assertiveness training 

8. Management training activities in preparation for additional respomsibilities and concerns particular to 
female employees (managing male employees, female employees, additional duties and obUgations) 

9. Activiti^ for management personnel and other employees that would sensitize them to the needs and 
.concerns of working womep 

; ■ ■ 

.» -I 

COUNSELING ; 

- .1. Counseling with respect to occupational alternatives associated with various levels of advancement in a field 

2. Groupf^unseling related to career planning^and/or career development 

3. IndivMud counseling related to'career pbnning and/or careet development 

4. Counseling with respect to personal problems or concerns 

ERJC . , ■ 



ASfif Rating 

, ■ ^. • ■ . ■ . 

fOUCIES AND PROCEDURES 

;^8ie«mentp( employed women V needs, interests, and abi^^^ ' 345 

2. Rwumng assessment of empb^^ 3 45 

3. "Mentors" or "facilitators" jrajlable to employed women to provide assistance witji career development 3.36- 

4. Trial experiences in new areas to|mprove expertise and develop awareness of other ^^^^ 3.00 

5. Periodi^ review of employed women's career development • / 2.36 

6. **J!entor8?* or "fadUtators" aligned to employed . 2.18 

7. Defined paths or networks of job progression from entry-level employment to positions of 1.91 

more responsibility and higher salary ♦ 

■ , ■. . , ^ . 

8. Fee reimbursement for courses/workshops related to working women's concerns taken at ed&cational 1 82 
institutions j . 

i ' 

9. Written positwn desertions for each job title in the organization, including experience, competencies, and ' 1 82 
skills required for the position , S. ' ' 

10. Joint planning between employed women and supervisors for career development . - • 154 

11. Explanations avaUable ttf employed women for their faUure to win promotions or job changes so that 1.45 
^ they can take steps to qtalify for future opportunities 

12. A formd procedure for awlying for position changes or promotions " « 1.3$ 



Sectiofili 

Activity 

ADMINISTRATIVE ARRANGEMENTS, POUCffiS, FACILITlteS AND 
ORGANIZATIONAL PATTERNS ^«^.rHuui ifij>, AWU , 

1. Participants enroll ID activities voluntarily 

' ' ' * ' ' ■ ■ ' ' ■ 

■2. ^bl"citytO Bilormpote«iilpar«dpanttof opiK)rtu«iUesfot(^ 

any expenses they might mcur 
4. Persons trained in such content areas as coimselm^ * 
^ JJ^jra'^new^^^^^ opportunities for caree/devejopment activities (e.g., memos, 

6. Goals and objectives of activities establish^ by participants as weU as by activity staff (and sponsors, ' 
If a cooperative program) ' ^ *^ 

7. Use Of assessment Of needs, interests, and abilities in pUmiing and conducting a 

^' mif llm °' '^''^^^'^ participants ai^ well as by activity staff and organization 

^* f "''^ of participants to determine whether participants made use of what they learned in the 

career development activities 

10., Responsibility for (toordination of activities under a singte 

11. Certificates awarded to participants after completion of the activity 

12. Publicity to inform employers of potential participante of opportunities for career development activities 

13. Staff persons assigned to conduct ,the activities on a regular rather than on an overload basis 

14. Uunge (a oppoied to a mote formal mertine room) provided in wUch to conduct the activities 
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Actifity 



16. A coordinatinf unit or committee composed of personnel from several administrative areas in which 3 18 
career development activities are conducted 

16v Supervisonr encouragement given to employed women to partidpa^^ 3,09 

17. Newsletter written by participants and/or staff circulated to^participants and i^nparticipants 3.09 

18. Written plans for various career development activities. ' 300 

19. Regular informal discussion during the luiich hour for participants and staf^ \ ' 3.00 

20. Child-care offered for participants during activities • " • - 300 

21. Formal meeting room provided in which to conduct the activities 291 

22. A written plan for a comprehensive career development program • 2 91 

23. Activities conducted before or after working hjkrs, with participants not receiving any mone^ 2 73 
for those hours of iMurticipation ^ j »~ . .» 

24. Activities conducted before or after working hours, with participants receiving some monetary stipend for 2 64 
those hours of participation « ' ' 

25. Social "get-together" held at the beginning of each activity ^ ' 2.45 

26. Activities conducted during working Ijours, with participants being excused from^rk without loss of pay 2 36 
for those hours they participate , . 

27,. Activities conducted before or after working hours, with participants receiving no monetarjrutipend but 2 18 
receiving "compensatory time" that they could use later to be excused from work Cy^ 

28. Participants selected for participation by employers * 2 09 

^ ■ ' ■ 

29. Yearly review and recbgnition banquet planned for participants, staff, management, and other persons 1 82 
supporting career development activities 
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' CARm PLANNING PROGRiUkIS FOR WOMEN EMPLOYEES 
ORDERED DELPHI RATINGS , 

Cooperative Progrims 
Section I 

Activity ♦ \ ^ 

INFORMATION 

1/Information about various wurces to utilize in seeking career devd^^^ 

2. Contact with women, employed in traditionally male occupations, who could serve as role models for 
employed wom'en 1 , ' 

3. Printed or audiovisual occupational exploration materials available to employed women 

4. Personal contact with people employed in various occupations of interest to empjoyed women 

5. Printed or audiovisual materials that deal with the concerns of working women 

6. Information about the existence of job progression plans and criteria for advancement available to employed 
women ^ ■ ^ 

7. Information with respect to financial means to accomplish longnrange career goals Available to employed 
women ' 

. . / , : : ' ■ f 

8. Position descriptions made available to employed women for planning purposes 

9. Information with respect to projected future employment needs of the organization available to emoloved 
women ^ . 

10. Career games used for increasing occupational awareness 

11. Position openings, iiyduding^ob requirements and qualifications, posted for employee information 

12. Information with respect to projected future employment needs in the job market 



ActifHy Rating 
TRAINING AND WORKSHOPS 

1. ActivHiMfM management personnel uui Other employee 3.82 

concerns of woriting women • • 

< ■ ' ■ , ., . ' , ■ " 

2. Seminars on career planning 3.73 

3. Activities relatinl-ta time management, setting pripritieSf and pi^^ '3.45 

4. Workshops or materials concerning suggested methods employed women coidd use wb^ ' 3;36 
individualsinot sensitive to women'^ needs ^ 

» ■ , _ 

*|k Self-assertiveness training ^<^^ 

6. Activities relating to the various roles that employed women assume (worker, student, spouse, parent) 3.36 

7. Management training activities in preparation for additional responsibilities and concerns^particular to female 3.36 
. employees (managing male employees, female employees, additional duties and obligations) 

8; Workshops on resume writing ^ 3-27 

9. Role-playing of job interview sessions o 3.27 

<■ ' * 4 

' \ ' ' ■■ }'* ^" 

COUNSELING ' " '''^ 



1. Counseling with respect to occupational alternatives associated y^ith Vari(^ J^vels of advancement in a field 3.36 



2. Group counseling related to cueer planning and/or career develofin^ 3i7 

3. Mvidual counseling rdated to career planning and/oi$cii|^ 3.27 

4. Counseling with respect to personal problems or concert ^ , 'i.mkmw^^ - ' 3.09 



POLICIES AND PROCEDURES 

1. %ntow" or "facilitators" avaihble to employed women to provide assistance with career 



2. ' Asaesiment of employed women's needs, interests, and abilities 

3; Recurring a ssessment of employed women's needs, interests, and abilities 

4. Trial experiences in new areas to improve expertise and develop awareness of other position requirements 

5. Periodic review of employed women's career development ' , 

6. Defined paths or networks of job progression from entry-level employment to positions of more \ 
responsibility and higher salary *^ \ 

7. Fee reimbursement for couises/workshops related to working women's concerns taken at educational ' 
institutions • . 

8. Joint planning between employed women and supervisors for career development 

9. Written position descriptbns for each job title in the organization, including experience, competencies, 
and sjdUs required for the position 

10. Explanations available to employed women for their faUure to obtain promotions or job changes so that 
. ' .<:; they can take steps to qualify for future opportunities • . 

;jl|^;|A fonwa prdcedii^^ position changes or promotions 



12v: *^ji^tors'' of*^ciMtatoil' %^ employed women to provide assistance with career development 



^ V Seetionll 



ADMINBTRATTVE arrangements, POUCIErS.WciLITIES, AND 
ORGANIZATIONAL PATIERNS \ 



■ ■ V 

\ 



1. Ftotidpanti enroll in activities voluntarily 



2. Publidty to inform potential ikrticiiwts of opportim^^^^ 

■ . ■ . •■ .. ' ■ \ • ■ ' 

3. Explanation, prior to enrollment, of participants' responsibilities ponceming actiwties avaHable and 
* of any expenses they might incur \ .... . 



4. PubUdty to inform employe^ woment)f opportunities for career development activities (e.g., merhos. 
poikew, newsletters) ^ 

5. Goaj^«iitf.pbjectives of activities established by participants as well as by activity staff and 
organij^n management \ . 

» ■ ' , ■ ' ■ . '''\^ « 

6. ,Goals and objectives of activities established by participants as well as by activity staff (and sponsors, 
if a cooperative program) ^ 

7. Persons trained in such content areas as counseling and adult education conduct the activities 

8. Supervisory encouragement given to employed women to participate in the acOwties 

9. Foflow-up study of participants to determine whether participants made use of tflat they learned in 
the career development activities 

10. Certificates awarded to participants after completion of the activity 

•r 

U. Activities conducted during working hours, with participants being excused from work without loss 
of pay for those hours they participate 

' t ' 0 ■ ' ■ • 

12. " U» of assessment of needs, interests, and abilities in planning and conducting activities 

r • ■ . ' 

13. Responsibility for coordination of activities under a single individual 



Activity j / ' Rating 

14. A cooidinating unit or conunittee composed of personnel from several administrative areas in which _ . 3.18 
career development activities are conducted ' v 

■ . ■ • ' • ■ ■ .. . ^ 

15. Publicity to inform employers of potential participants of opportunities for career development activities , 3.09 

16. Regular informal discussion during the lunch hour for participants and staff 3.09 

17. A written plan for a comprehensive career development program 3.09 

" ■ ■ \ : ' I . - ■ ■• ' 

18. Staff persons assigned to conduct the activities on a regular rather than on an overload basis 3.00 

19. Formal meeting ropm provided in which to conduct jthe activities 3.00 

20. Written plans for various career development activities . 3.00 

21. Newsletter Written by participants and/or staff circulated to participants and nonparticipants 3.00 * 

22. Lounge (as opppsed to a more formal meeting room) provided in which to conduct the activities - 2.91 

23. Child-care offered for participants during activities 2.82 

24. Activities conducted before' or after working hours, with participants not receiving any monetary stipend 2.45 
for those hours of participation ' , - - 

■ ' ■ f ■ 

25. Yearly review and recognition banquet planned for participants, staff, management, and other persons ■ 2.45° 
supporting career development activities ' . 

26. Participants selected for participation by employers 2.45 

27. Activities conducted before or after working hours, with participants receiving some monetary stipend - 2.27 
for those hours of participation ' 

28. Activities conducted before or after working hours, with partidpants receiving n . 2^7 
but receiving "compensatory time" th&t they could use later to be excused from work 

29. Social "get-together" held at the beginning of each activity 2.18 

• . . . . . • I ■ ■ ' 

% ■■ • . . > 

30. Activities conducted durmg working hours, with participants being excused from work but losmg pay 1.45 
for those hours they participate 

• ' 5i ' 



CAREER PUNNINGFROGRAMS FOR 

, 'ORDERED DELPHI RATINGS . 

r Employer-Sponsored Programs 

Sectionl . 

Arthrtey . , Rating 
INFORMATION 

1. Information with respect tp projected future employment needs of the organization available to emproyed 3.82 
women 

. . ■ • • ' » ' 

2. Position descriptions made available to employed women for planning purpose^ ' 3.82 

3. Position opemn(^,induding job requirements and qualifications, posted for employee information 3.82 



4. Contact with women, employed in traditionaUy male occupations, who could serve as role modeU for employ 3.73 
women . / 

5. Information about the existence of job progression plans and criteria for advancement available to employed 3.73 
women 

6. Personal contact with people employed in various occupations of interest to employed^omen 3.36 

7. Information about vmous sources to Utilize in seeldng career development, 3.36 

8. ' Information with respect to financial means to accomplish long-range career goals available to employed women 3.27 

9. Printed or audiovisual occupatiohal exploration materials available to employed women / 3.27 

10. Pi|^ or Itudiovisual materials that deal mth the conc^^ 3.18 

11. Ctt^ games used for increasing occupational awareness 2.91 

12. Information with respect to projected future employment needs of the organization available to 2.91 
empl6yed women • 
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Attwity 

TRAINING AM) WORKSHOPS 

^ HSK"^' f ""'"'i''"'' •''<'"'<«»1 'apoaabilHies and conanuWicular to female 

eBipl(»«. (Ban^mg «Je employee^ fimde employee^ addition 

3. Seminars on career planning I ^ 

4. Activities relatiiig to time muugement, setting priorities^andp^^^ 

5. Self-asBertiveness training 

6. Activities relating to the various roles that employed women assume (worker, student, spous^, parent) ' 

> 

8. Worlishops on resume writing . . y - 

9. Role-playing of job interview sessions ' 

X)UNSELING 

\. Counseling with respect to occupaUonal alternatives a^ciated with various levels of admcement in a field 

2. Individual wunseling related to (areer planning M^^^^ 

3. 'Group counseling related to careerplanning and/or career development 

4. , Countelingwith respect to personal problems or concerns ^ 



Activity V ' 1 . * ' 

POUCIES AND PROCEDURES ' * ' 

1. Explanations available to employed women for their failure to obtain promotions or job changes so that 
they can take stei^ to qualify for future opportunities ^ ^ 

2. Joint planning between employed women and supervisors for career development 

3. A formal procedure for applying for position changes or promotions , 

4. Written position descriptions for each job title in'the Oitganization, including experience, competencies/and 
skills required for the position V 

■ - ■ • C ' ' . 

5. Assessment of employed women's needs, interests, and Nihilities I 

6. Periodic review of employed women's career development - • 

7. Recurring assessment of employed women's needs, interestis, and ahilitifis 

8. "Mentors" or 'facilitators" available to employed women to provide assistance with career development . 
9., Fee reimbursement for courses/workshops related to working women's concerns taken at educational institutions 3.55 

10. Trid experiences in new areas to improve expertise and develop awareness of other position r^^^^ 3.55 

11. Defined paths or .networks of job progression from,entry-level employment to positions of more responsibility 3.45 
and higher salary 

12. "Mentors" or 'facilitators" assigned .to employed women to provide assistance with career development ' 2.55 



Adiwty 

ADitolSTRATIVE ARRANGEMENTS, POLICIES, FACIM^ . ^ 
AND ORGANIZATIONAL PATTERNS 

1. ExplaititiQn«j)rN<to enrollment, of partidpanU' responsibilities concerning activities available and any 
expenses thpy mignHncur < ^ 

2. Publicity to inform poteilti^ pililgpants o^opportunitie6 for career development afctivities ^ j 

3. Supervisory encouragement givel^ to employed .womep to participate in the activities ; ; 

4. Use of assessment of needs, mteriesto, and abilities in planning and conducting acti^^^^ 



5. Goals and objectives of activities established by participants as well a5i)y activity staff and organization 
management ^ , 

6. FiUow-up study of participants to determine whether participants made use of what they learned in the career 
development activities 

. ■ 0 ' ■ ' 

. - . ■ V » 

7. Publicity to inform employed women of opportunities for career development activities (e.g.,:"memos, posters, 
newsletters) . | 

8. Participants enroll in activities voluntarily , . ^ 15, 

^ ■ ' ' ' 

9. Activities conducted during working hours, with participants being excused from work\ithout loss of pay 
for those hours they participate ' ' 



10. Staff persons assigned'to conduct tV activities on a regular rather than on an oyerload basis ( ^ 

' • • , ' A' ■ ■ i> 

11. A written plan foy a comprehensive career development program j'' • 

12. A coordinating unit or committee composed of personnel from several administrative areas in\hich career 
development activities are conducted . . , ' 

' ' . ■ ■ ■ . ' 

13. Goals and objectives of activities esti^shed by participants as well as by activjfy staff (and sponiors, if a 
cooperative program) 



Actifity \ 

14. RespoMbility for coordirwtion of artivitei under ^ ' » • 

16. PwwM trained in such content areas M counseling and add^ 

16. Certificates awarded to participants after cpmpletion of the activity ' v ' 

17. Written plans for vinous career development activities , • ' 

18. Regular informal 'discussion during the lunch hour for participants and staff * 

19. Fornud meeting room provided in which to conduct the activities , 

20. Publicity to inform employeix of potential participants of opportunities for career development activities 

21. Newsletter written by participants and/or staff circtihted to participants and nonparticipants 

22. Activities conducted before 6r after working hours, with participants reccing some monetary stipend for 
those hours of participation \ 

23. I/>unge (as opposed to a more formal meeting room) provided in which to conduct the activities 

24. Yearly review and recognition banquet planned for participants, staff, management, and other persons 
supporting career development activities ^ 

25. Child-care offered for participants during activities * 

26. Participants selected for participation by employer ' .v 

27. Activities conducted before or after working hours, with partieipants receiving^no ifionetary stipend but 
receiving "compensatory time" that they could use later to be excused from work 

( ■ " ■ ■ >■ ., •■ . 

■ . ■ * 

28. Social "get-together" held at the beginning of each activity 

29. Activities conducted before or after working hours, with participants not receiving any monetary stipend for 
those hours of participation ° . ' . ' , i 

30. Activities conducted during working hours, with participiaftts bemg excused from work but tosing pay for ' 
.thosehours they participate ^ ' 



NAME " . / , * ' * 



Aps^endixJE 
Insti:iin|ents 

D|LPfflilSTRUMENT 



Communitl^Bued Program 

.... ■ ■ • • ■ . •■ t, - . • vr- ^, 

P||IM rink ord^ the (ollowintf ic^m from 1 (most iinportuit to include) to 34 (least important to include) in terms of their 
importiiiee.tp Mommunity-bawdS Per plahning progam for women empfavflM. , % 

■■■f- . • ■ ■ ■ ' t ' * 

1. Cqunieling with respect to occupational alternatives associated with yarious levels,of advancement in a field ^ 

2^ A«egsment of employed women's needs, interests, ah^ ' V , \ 

'{ . ? • . * 

3. Contact iRrith. women, empbyed in traditionally male 6ccupatioi|s, who c^^ _^ 
employed women \ , 

■ ' . ' ' ■ . '.. * ■ 

4. Information with respect to projected future employment needs in the job market , ' 

5. Printed or audiovisual occupationiil exploration materials-available to employed women , . . ' . 

6. Personal contact with people employed in various occupations of interest to employed women ^ 

■„ V-'' .... .'■ . ■ 

'7. Counseling with respect to personal pilSblems or concerns 

. ^ ^ — 

8. Management training activitie»in preparation for additional responsibilities and concerns particular to female ' > 
employe (managing male employees, female employees, additioniSdutiesand'06^^^^ . 

9^ Role-pkying of job interview sessions . z^,: ^ v 

10. Recurring assessment of employed women's neels, iji'S^, and abilities 

.• ■ . ■, T)*-'' ' . . • 

11. "Menton"^p "facilitators" available to employed women to provide assistance with career development ' 
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NAME ■ . 
,14. .M»aualcouii«ling*ilatedtoam^ 

15. tofo™,tio« with respect to projected futut^employment need, of the organization available to employed 

16. Activitiesrel,tin«totbemioMrole8lh,teniployedwon.enafflume(wojker,student,spoua^ 
.17. Wo(inatioBabo»tvan(fii, sources to utiiize-inseelting career dew^^^^ 

la 'W^«P'™«c«iBnewate,.tokp,o,eexpertlsea«ddevelopawarenessotother^^^^^ 

19. Seminars on ouwer planning 

20. Woraition about the existence of jpb progression plans ai>d criteria for advancement available to employed 

n ^ 't . . . . 

21. Printed or audiovisual materials tliat deal with the conw^^ 

22. Self-assertiveness training 

23. Workshops on resume writing 

24. Activities relating to time niinagemem, setting forities, and planning when assuming various roles 

25. Group wunseHng related to career plamiing and/or (areer deveM^ 




27. C«e« games used for incasing ()ccupation9l awareness 

28. Information od affirmative action, employee rigiits, and di^mination procedures 

29. Role-playing of evaluation and promotional interviews 

■ . . . • 

30. Workshops concerning sreas that Ijrait furtheryob advancement or eraployability (^.g., fear of ihath, 

public speaking) - . v 

■ t 

31. Peer counseling in career planning and career development 

32. Workshops and other activities provided to encourage the building and maintenance of a support group for 
employed*women 

33. Workshops concerning self -assessment and value clarification ^ / 

■ ■ ■ ' . - 

34. Interpretation of information from interest inventories, ability and aptitude tests, and other forms! of 
assessment provided on an individual or group basis . / 



NAME • 

' Commuirity-Bawd Program 
Section n 

Pleye rink order the following activities 1 to 20 in terms of their importance to a community-based career planning program (oi 
women employees. 

Activity Rank 

1. Participants enroll in activities voluntarily > 

' ~ ■ . '. ■ 

2. Explanation, prior to enrollment, of participants' responsibilities concerning activities avaOable and of ' 

any expenses they might incur >^ ^ 

3. Written plans for various career development activities 

""ITVhftj^ettprwntten by parficipaiitsand/or staff drculated to participants and nonparticipants 

5. Publicity to inform employed women of opportunities for career development activities (e.g., memos, posters, 

newietters) . • 

6. Responsibility for coordination of activities under a single individual 

• ■ ■ i ' * ' ' ' . 

7. Supervisory encouragement given to employed women to participate in the activities 

• , , . . 

8. Goalsandobjectivesof activities established by participants as well as by activity staff and orga^^ . . 

« management 

9. Regular informal discussion during the lunch hour for participants and staff , 

10. Staff persons assigned to conduct the activities on a regular rather than on an overload basis ' . 

11. A coordinating unit or committee composed of personnel from several administrative areas in which career 

development activities are conducted f 

12. Publicity to inform employers of potential participants of opportunities for career development activities f 

. ■ - . , . ' ■ • , i 

I ' ' ■ 



NAME 

Acthrity 

13. Certifittteiawaried to partidg^te after completion of the ad^^ 

14. FoOow-up study of participants to determine whether participants made use of what they learned 
the career developmenUctivities ' ' 

15. Child-care offered for participants during activities % 

' , : • ' ■ ■■ \- 

16. U>eofa88^entofneeds,kere8te,andjibiUtiesinpto 

17; Lounge (asoppotfad,to a more formal meiting ifopm) prbvjdid in which to conduct the activities 
18. Goals a^ objectives of nctivities estaljlishe^l by partiisipSnit^ weU as by activity staff (and sponsors, if 



ll»operative program) 

■ *• ■ V . 

19. Persons trained in such content i!^ as counseling^lujd adult educatibn conduct the activities 

20, Publicity to inform potential participants of opportunitiesior ca&r'dev^^^^ 



DELPHI INSTRUMENT ; r . ' . 

. ■ r'.^: ..r '.' 



Community^aied hogrim ' ^ v ^.V/ 
Section in ' , ■/iBzl^'-^^'r.-'^ 



Often when cireer development and pjanning programsW cdnsidifijijfb*'^^^^ it 
ii not poMible to implement t comprehensive program immediacy.' ^hifefore^iri our prototype 
program we want to give appropriate advice about whidi objedyesitte/t^iight'tb^^^ impor- 
tant Given the following general goal and miyor objective for pl^i^ j>r6^a^ fpr em- 
ployed women, pleaie rank the five listed objectives from 1 (nwst jmfepitane^ important). 

Goal: To provide experiences that wjll enable employed woiien m jE(ie (:6?H'mtta progress in 
and/or change their careers. ' 'm^:^^^^^^^ 



Major Objective; To provide an organized plan for assisting'«rap)'oy€5d:w career 
development ■ ' ' ' . ' 



t. 



Rank ■ ' . , » '''''..U-;.' fe!', I 



Assist employed woriien to acquire the necesSary!jddIl$ to 'develop ahd^ career 

development plans. . ■.• ■< '''"■-^^T^?-:^" 'w:;' 

Assist employed women to/acquire th6>fle(iessai:y k'nQwl^ and puAue c^i^ew *" 

development plans. • ■ ■ ' ■/ / ' ■:'■■:/:); ^ < ■ -"'^ 



Assist enlployBd'^omen to kcquh;^ the neceissfe attitudes to'develop and pursue career ' 
■ develdiJment plins. -■ -'^ ^'J:.-. 

Assist employed womeii to develop and pur$ue caj^a^ by assisting^' ' ' 

' otherem£lo^(cbwor^^^ 
attitudes conducive to WQmen'*s career develbprnrt- " 



DELPffl INSTRUMENT 

. ■ • ■ ■ • . i 

Employer Progrim 
Section I 

fkm nok order the following icti^ties from 1 (moit important to include) to 38 (least important to include) in terms of their 
importance to an employer'iponsored career planning program for women emplovfteK. 

. ' . ^:' ' Rank 

1. D^tiged paths or networb of job progression from entry-level employment to positions of morfe ^'^ ■ ' 

responsibility and higher salary ' ^ * 

'./ '. . ■■ ^ ' • ' ' ' 

/, 2. Management training activities in preparation for additionakrespoiisibilities and cpncerns particular to f^maI6 

/ employees (managing male employees, female employeesJaMitibi^al duties and obligations) 

S» V Information with respect to financial means to accomplish l9'hg-ra|ige career goals available to employed 

women , . 

4. Individual counseling related to career planning and/or careei: development 

6. Joint planning between employed women and supervisors for career development ' 

6. Activities relating to time^iiaiiigiBment/settm^^ 

7. I^ted or audiovisual occupational exploration materlak available to , 

... « . . 

t 8. A formal procedure for applying for position changes or promotions ' ^ v 

' \ ■ '' ■ ' . -. ■ ■ 

Position descriptions made available to employed w6men for phmningpurp^ , ^ ' 

^.''^ • • , ' • ■ \ ■ ' ' ' " 

/;10s :\A<*vities relating to the various roles that employed women assume (worker, student, spouse, parent) 



^)fl counseling rented to career planning and/or career development . « 

SfiS^W^^*^ women, employed in traditionally male occupations, who could serve as role models for 
IMbMed' women ' 



13. Workshops or materials concerning suggested methods employed women could use when interacting with 
individuals not sensitive to women's needs > 




Printed or audiovisual materials that deal with the concerns of working women ; ' «i • 
i^. "Mentors" or "|ttil|tator8" arjaabte to employed women to provide usistance with career development 

16. Seminars on career planning ' 

17. Explanations available to emptoyed women for their failure to obtain promotions or job 
; employees can take steps to qualify for future opportunities 

18. ' Activities for management personnel and other employees that would sensitize them to* the needs ani - 
concerns of;ivorking women 

19. Assessment of employed women's needs, mterests, and abilities 

20. Position openings, including jpb requirements and qMflcatlons, posted for employee mformation 

21. Written position descriptions for each job^itle in the organization, including experience, competencies. 
' and skills required for the position 

22. Self-assertiven^ training 



23. Counseling with ifespect to occupational alternatives associated with various levels of advancement in 
afield , , 

24. Information with respect to projected future employment needs of the organization available to employed 
women * r ' * — 



25. Trial experiences in new areas to improve expertise and develop awareness of other position requirements 

26. Information aboi^t the existence of job progression plans and criteria fo^ advancement available to 
employed women 



NAME 

• ■ ' ■ • ■' . ' - • 

27. Periodic review of empbyed women's career devebpm^ 

28. Fee reimbunement for courses/workshops related to woriiing women's concerns taken at educational 
inititiitioni « 

■ • j 

29. Recurring anessment of employed women's needs, interests, and abilities 

30. Information about various sources to utilize in seeking'career develophient information 

31. Personal contact with people employed in various occupations of interest to employed women ^ 

■ ' - , ■' ' ' ' ■ ■ 

32. Information on affirmative ai^on, employee rights, and discrimination procedures 

/ . . ' ' ■ 

33. Roie^laying of evaluatbn and promotional interviews 

34. Workshops concerning areas that limit further job advancement or employability (^.g., fear of math, 
public speaking) 

35; Peer counseling m career plannmg wd career development , 

36. Workshops and other activities provided to encourage the building and maintenance of a support group 
for employed women 

37. Workshops Concerning self -ivsessmen^ and valiie cli^^ 

38. Interpretatbn of information from interest inventories, ability and aptitude tests, and other forms of 
assessinent provided on an individual or group baas 



NAME 



Employer frogrim f*^ 
Section n 5 ' 



Activity * 



I f oUow-up study of partid^^^ 

the careei: development activities - 

. 2. Regular^formal)discu88ion durm^^^^^^ ' 1^; 

.3. Actmtie«.wndu^^ 

for those hours they participate •. > ,, 

4. Publicity to inform potential participiuits of opportunities for career development activities ' 
J; Persons trained in such content areas as counseling aid adult eduM^^^^ 

I i' . ■ *. 

6. A written plan for a comprehensive career development program ^ 

7. GoalstndobjectivesofactivitiesesteWished'^ ' 
iiacooperativeprogram) ' , . 

8. Partidpaiitsenron in activities voluntarily y 

9. A coordimiting unit or committee composed of |eri»hnel from several administrative areL 
m wmch career development activities are conducted 

10. Explanadon,priortoenroUment,o(p , 
• of any eijfeijses they might incur " 

11. tJse of assessment of needs, interests, and abilities in plamiing and conducting activities 

." • c'^. ■ ' ' ■, ■ ■ ■"''■'*..- 

12. . Publidty to inform emi)loyed women of opportunities for career development activities (e.g., memos, - 
. jKWters, newsletters) , * 



Actirity 

ll Formal meeting r(K>m provide^ invlUch to conduct the acdv^^^^ i^ - 

1^ SuMtviiory encouragement given to eiDPloy^ women to participate in the activities 

;-V' '*• •' ' ' . . ■ . * 

15. Cirti^atei awarded to ipartidpimts att^ co;npletion of tlie acti^ 

.>• ' ■• ,r ■ . . ■ ;'■ ■ _ ■ ■ ■ . ■ 

16. Publicity to inform employers of potential participants of opportunities for career development activities 

17. Written plans for various cai:eer development activities . . 

18. Staff persons assigned to conduct the a^tivitiei} on a regular rather than t)n an overload basis 

19. Goals and objectivesnf activities 0stablisl)ed by participants as well as by activity staff and organization 
management ^ 

20. R^ponsibility for coordination of activities under a single individual | . 

21. '^Newslejttec written by participants and/or staff circulated to participants and nonparticipants 



DEI^HI INSTRUMENT 



Employer Progrim 
Sectioam 



i^^k!^^^^ ^ dewlopmeiit^ind planning^prograini are wnndered for implemeriUtion, it ' 

* Therefore; in bur prototyi • 

rii? P^^PI"^"^ f^^f "^lo"*^^^ are thought to be m^t impor- 

tm^ Given the foUovrmg gejei^oal end mi^or objective for a career pluining program for emDloved 
wothen. please rwik the fiwlirtd Objectives from 1 (most important) to 5 (leaStiS 



Goat: To provide experiw^tW will enibie wo^^ tojirogress in and/or changf " 

tiieir careors " , . » 

■ ■■ v ■, ■" ' _ ■ ■ • ; • ■ • ■ / . 

M^or Objective: To provide an organized plan for assisting empl6yed women in their career 
,* development ; 



Rank ■ . . ' • 

- — - Asast employed women to acquire the necessary pursuecar«eri 
, development plans. ■ ■> . / 

■• ' ■ • ■ ■■ ■ ■ ' ■ I- ' . '„■■ ■ , ■ .. ■ ^ ■ 

— ^.^ Assist employed women to acquire the necessary knowledge t o develop and pursue career 
development plans. \ . 

\ ■' .'-^ - ' ' }-..'■■ :^ . A ^\ ■ . ' • 

— ' Assirt employed^Y^^^^ tp^cquir^ the necessary attitudes to develoD and pursue career 
development plans. . — ^ 



— Afflist employed women to develop and pursue careet,<levelopment plans by assisting 
other employees (cowortoand decision-makers) totaop skills, knowledge, and 
attitudes conducive to women's career development 

— Asdrt employ^ women to develip and puisne career dew^^^ 
and implementmg. pohcies and drocedures (tondudyetp^omen's career d^^ 

% ■ 



NAME • ' • : 

' ' , , DELPHI INSTRUMENT 

i Cooperative Program 

Section I 

Please rank order the following activities from 1 (most important to include) to 35 (least important to include) in texms of their 
jmporttoce to a cooperatively sponsored career planning program for women employees. 

Activity ^ Rank 

* 1. Counseling with respect to occupational alternatives associated with various levels of advancement . >. 

in a field . V """^ 

2. Trial experiences in new areas to improve expertise and develop awareness of other position requirements : ■ 

3. Seminars on career planning 

4. Printed or audiovisual materials that deal with the concernis of working women . »• ^ 

■ . . . 'J 

5. Assessment of employed women's needs, interests, and abilities 

.6. Career games used for increaang occupational awareness . ' 

7. Personal contact with people employed in various occupations of interest to employed women ^ 

8. Management training activities io preparation for additional responsibilities and concerns particular to female 
employees (managing male employees, female employees, additional duties and obligations) , 

9. Role-playing of job interview §essions ' 

10. Individual counseling related to career planning and/or career development ' 

11. Workshops on resume writmg 

,12. Information with Vespect to "projected future employment needs of the organization available to ; 

employed women ' * ' . . 



l^AME t '\ ' 

. Actiyity • •* • "•. lt. ^ , 

. • * ' f* . . ■ . ■ ' . ' 

0 . ^ . - V . ' ^ f 

13. SeIf-a8ierti?Bne88 training . 

14. Poiition desaiptions made available to employiMi wWi^for pl^^ 

15. Activities relating to the VSrious roles that employed^omen a8si«n?(wiirker, student, 8pouse;i<)arent) 

16. Group counseling related to career planning and/or career development ^ 

... ' ' ' ■ . ■ 

17. Activities for management personnel and other employees that would sensitize them to the needs 
and conciams of working women ' > 

• ^ 

18. Information about the existence of job progression plans and criteria for advancement available to . 
employed women 

'■ ,\ \ » ' ■ . ■ 

19. Information about various sources to utilize in seeking cirieer development information ^ 

"A ■ ' * • 

20. Workshops or materials concerning suggested methods employM women could use when interacting* 
with indivkluals not sensitive to women's needs / 

21. Activities relating to time management, setting priorities, and planning when assuming vSfiousjoles 



22. Poffltion openinp, including job requirements and qualifications, posted for employee information 

23. Recurrinj^assessment of^mployed women's needs, interests, and abiU^^^ , 

24. Counseling with respect to personal problems or concerns ^ 

25. Contact with women, employed in traditionally male occupations, who crfuld serve as role models 
for employed women • ^, 

. ' ■ ' ' ' ■ ' ■-'^ ^. ■ *• ' 

26. Print^ or audiovisual occupational exploration materials available to employed women 

27. Information with respect to financial means to accomplish long-range career goals available to 
employed women > 



NAME. ^ 



ActiTity 

28^ ^^MeAiejl" or '^facilitator' available to emplof^^men ^w'lde assistMce with ^eer development 

< 29. Iqformation on affirn^ive action, (taployee rights, and du^^ « 

^ ■■ 'ii '" * '* 

30. Role-Claying of evaluation and promotipnal interviews 



4 



, 31. ' Workshops concefhing areas that limit further j^b advancement or lnS)I(wability (e.g., fear of mlth, 



public^speaking) 

32. Peer counseling in career planning and career devolopment L ' 



33. . Workshops and other activitfes provided to encouragt the.building and maintenance of a support group 
for employed women ■■ . ■ :^ < , i;' ' ' ^ 



34. Workshops bnceming self-assessment and^value ^larifiqiatiQn 



^ f 



35. Inte^retation ^ in^ormatioli- from iiiteresl^^^ abilitjNai aptitude tests, and oAer forms of 
assessment provided on an individual or group bads 



NAME'-, ■ , ^. 



Cooperative Program 
Section n ' ' 



Pleaae rink order the following actiyitiei from 1 to<21 in terms of their importance lo a cooperatiifeiy sponsored career planning 
jprogram for^fomen employees. * 



4 



8. Explanation, prior to enrollinent, of participants' responsibilities concerning activities available and 
of any expenses thiy might jiicur ^* ' ^ 

'* 9. Staff persons assigned to conduct the activities on a regular rather thui on an overload b^s 

10. Written plans fir vJuious c^eer development activities ^ ^ 

' ■. ■' ■ . . • ' ' - • 

Uv Publicity to inform employers of potential participants of oppoftuhities for career developpient activities 

12. Publicity to inform employed^ women of opportunities for career development activities (e.g., memos, ' 

posters^ iftwsletters) « ' ^ ^ . 

... • . . ■ -A ■ -ft', ■ , •■ ■ 

- 13. Activities conducted during worlpng hours, with participants bemg excused from work withdut loss 
of pay for those hours they participate 



■ .1 ' , V 



•^1 



S.ERJC 



Activity • ^ ... " . Rank 

t Partidpan^enroll in activities yolunt^^ ^ , \ " ^ ^ 

2. Regular informal diteusSion during the lunch ^ ' ^ 'v^' ' 

3. Goals and objectives of activjties established by participants'is weO as by activity staff and 
organization management ^. » . ' 

4. Supervisory encouragement given to emplbyed women to participate in the activities 
. 5. Newsletter written by participants and/or staff circulate^ to participants and nonparticipants 

Use of assessment of needs, interests, and abilitiei in planning and conducting ^ctivittes ' ' 
7. Publicity to inform potential participants of opportunities for career development activities 



■■ , , T- » ~ • 

14. ? Foti]aalmeetm|{r(K)m provided in which to (X)niuct the activities * : ' ^ 

15. Certificate! awarded to participiuits after cpmple^^^ ' i' ''''' 



. . * 



16. FoUowup study qf part|dpantfi to deternwoe v^hpthAf [Jigrticij^ts made use of -what they learned in 
the career developmek^activities ' ■ ' Jt' ^ ' • . 

17. k C(H)rdinatiiig*j^'or.^i)iim^^^^ coj%)8fi(P^ p^nomiel from several administrative areas in which 
cawbrdpvelopmerHict.intiesirecondttc . • • 

[8^ Goals and objectives of ^activities established by participants as well as by activity staff (and sponsors, 
if a Cooperative program) / 

I 

19. persons trained in such content areas as counseling and adult education conduct the activities 
SO. A written plan^f or a comprehensive career development program 
Vt. Responsibility for eoordination of ^^|U|^der a single individual 



•0 
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Cooperatife Program * 
Section m 




tint Gifen the following general goal and m^or objective for a career planning program for em- 
ployed women, please rank thetive listed objectives from 1 (most important) to 5 (leap^ important). 



Goah To provide experiences, that will enable women employees to progress in and/or change 
their careers • ' ' - ' < 

Major Objective: To provide an^organized plan for assisting employed wdmen in thier career 
development ' 



Assist employed women to acquire the necessary dcUls to develop and pursue career 
development phms. ^ 

Assist employed women to acquire the necessary knowledge t o develop and pursue career 
development plans. ' > 

Assist employed women to acquire the necessary attitudes to develop and pursue career 
development plans. 



>5 s 



Assist employed women to develop and pursue career development plans by assistmg 

other employees (coworkers and decision-makers) to develop skills, knowledge, and • 
attitudes conducive to women/s career development. 

— .Assist employed women to develop and pursue career devefopment plans by designing and 

J~ implementing policies and procedures c onducive to women's career devefepment; 

. Hij: ' 



